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Abstract
Military veterans make up just 5% of the U.S. workforce, but their outcomes are of
particular interest to society and business organizations. Despite social concern and respect for
veterans, little management theory explains veterans’ differentiated outcomes in employment
experiences and labor market outcomes. This dissertation considers the fundamental question of
what it means to be a military veteran in the workplace context and uses mixed methods
techniques to consider veteran workplace identity (VWI). Through qualitative analysis, I found
VWI was a multi-dimensional, work-related identity. This definition was then used to develop a
twelve-item scale and assess its psychometric properties as a quantitative measure. A validation
study was conducted to determine the relationships between VWI, identity strain, and workrelated outcomes, including, turnover intention and job satisfaction. I found positive relationships
between VWI, identity strain, and job satisfaction. This work contributes to our understanding of
the theoretical boundaries of work-related identity by defining VWI as a multidimensional workrelated identity as opposed to a purely social or role identity. In turn, this finding offers
theoretical grounding for veterans’ research by management scholars in theories of work-related
identity. This study may inform practical interventions to improve veteran recruitment and hiring
and transition support for current service members. An agenda for future management research
on veteran identity is also considered.
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Chapter 1: Introduction
According to the Bureau of Labor Statistics (2022), just over 8.8 million military veterans
participated in the U.S. civilian workforce in 2021, which represents 5.5% of the total civilian
workforce. Wide-ranging support for veteran hiring through federal law (VOW To Hire Heroes
Act, 2011) and advocacy groups like Society for Human Resource Management (SHRM)
Foundation and National Association of Veteran Serving Organizations (NAVSO; SHRM
Foundation, 2017) has helped secure initiatives to hire military veterans from a variety of
organizations including, Wal-Mart, AT&T, Verizon, Starbucks, Siemens, Hilton Hotels, and
Allstate Insurance. In addition, the U.S. Department of Veterans’ Affairs (VA) vocational
rehabilitation programs are projected to serve approximately 135,000 veterans with major
barriers to employment in the 2023 fiscal year at a cost of $300 million (U.S. Department of
Veterans Affairs, March 2022). Just 12.5% of VA vocational rehabilitation program participants
are expected to achieve favorable outcomes such as full employment and/or employment
readiness in the fiscal year (U.S. Department of Veterans Affairs, March 2022).
Despite the engagement with veteran hiring by advocates, government, and
organizations, management scholarship has very little cohesive research on veterans’ individual
or organizational outcomes to offer them. While SHRM, the VA, and individual employers are
motivated to support veteran hiring, little is known about what happens once veterans reach the
workplace. In fact, beyond the demographic definition of a veteran as someone who has served
in the military, there is little theoretical or practical consensus on the definition or meaning of
veteran status in working life. Veteran status could imply a variety of things in the workplace,
such as: social group membership, stereotypically assigned behavioral roles or norms, adherence
to former military cultural/behavioral norms, technical knowledge or skills from military
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training, or some combination of all these. There is not a viable body of management research to
support (or refute) the notion that once hired into a post-military organization, veterans simply
go about their work in the same manner as their non-veteran counterparts, and prior research on
veterans has not thoroughly addressed what it means to be a military veteran at work. This study
approaches this gap in prior research by considering veteran identity in a workplace context. This
research not only supports the practical, societal interest in veteran employment, but will also
drive growth in our theoretical understanding of the boundaries of individual identity in the
workplace.
To consider what it means to be a veteran in any context, one must acknowledge the
existence of an ideological gap between the political beliefs, social norms, and personal values of
military service members and a civilian population which is often referred to as a “civil-military
divide” (Rahbeck-Clemmenson, et al., 2012; Wrona, 2006). Research in the fields of sociology,
clinical psychology, and social work have theorized that this ideological gap reflects a unique
military culture which creates veteran identity, and that this identity may experience conflict or
strain with other social or role identities of veterans in their post-military lives (Adams, et al.,
2019; Firmin, Luther, Lysaker, & Salyers, 2016; Gade & Wilkins, 2013; Hack, DeForge, &
Lucksted, 2017; Lancaster & Hart, 2015; Lancaster, Kintzle, & Castro, 2018; Smith & True,
2014). Management scholars have recently considered whether military veterans possess a
unique identity related to their military service which conflicts with other relevant social or rolebased identities (Carpenter & Silberman, 2020; Gory, 2020; Hirudayaraj & Clay, 2019;
McAllister, Mackey, Hackney, & Perrewe, 2015; Stern, 2017) and may be related to negative
outcomes for veteran performance and well-being in organizational life (Gory, 2020, McAllister,
et al., 2015).
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Veteran identity was first formally defined through qualitative work by Harada and
colleagues (2002) in a study of race-based preferences for use of U.S. Veterans Administration
(VA) healthcare services. They define veteran identity from a life course perspective as
“veterans’ self-concept that derives from his/her military experience in a socio-historical
context” (Harada, et al., 2002, p. 117). Though this definition has been widely used (e.g., Adams,
et al., 2019; DiLeone, Wang, Kressin, & Vogt, 2016; Huynh-Hohnbaum, Damron-Rodriguez,
Washington, Villa, & Harada, 2003), its generalizability from the context of veteran health
service choices to an organizational context has not been tested, and the underlying research
emphasis on the intersection of race and veteran status may make this conceptualization ill-suited
for broad applications in organizational research.
Although some conceptualizations and scales of military identity and veteran identity
have been proposed, including the Warrior Identity Scale (WIS; Lancaster & Hart, 2015,
Lancaster, et al., 2018) and military identity scale (NPIS, Johansen, Laberg, & Martinussen,
2014), these scales were not developed for an organizational context, nor did they consider
established dimensions of work identity such as social paradigms about work, norms of
interaction with individuals and groups, occupational and career factors, and individual attitudes
regarding work centrality, organizational fit, and job involvement (DeBraine & Roodt, 2011;
Kirpal, 2004a).
Theoretical work on identity tells us that organizations are a unique context in which
individuals’ social, role, and work-related identities can reinforce and conflict with each other
(Ashforth, 2000), and existing definitions of veteran identity have not explicitly considered the
workplace. Because of this, current conceptualizations of veteran identity may not be sufficient
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to capture the true meaning of veteran status to individuals in an organizational1 context because
they were designed for applications where work-related dimensions of identity (e.g., DeBraine &
Roodt, 2011; Kirpal, 2004a; Kirpal, 2004b, Walsh & Gordon, 2008) were not necessarily
relevant. In turn, this lack of precision may then limit the theoretical and quantitative potential of
existing conceptualizations of veteran identity in organizational research (Podsakoff,
MacKenzie, and Podsakoff, 2016). Using a mixed-methods approach, I prepared a qualitatively
derived definition of Veteran Workplace Identity (VWI), developed a quantitative scale to
measure it, and tested the relationship between VWI and theoretically and practically relevant
individual workplace outcomes.
LITERATURE REVIEW
To develop a conceptualization of veteran identity in a workplace context, it is critical to
understand the existing research streams of veterans in organizations and relevant identity
theories.
Research on Veterans in Organizations
Academic interest in the outcomes of U.S. military veterans in non-military organizations
has been steadily increasing since 2001, and practical, academic, and government interest in the
post-military experiences of veterans has accelerated since the passage of the Veterans’
Opportunity to Work (VOW) to Hire Heroes Act of 2011, which increased public and private
investment in improving the transition of veterans from military to civilian life and specifically
targeted post-military employment (Villanueva, 2020). Recent work suggests that while societal
or organizational factors like culture, discrimination, and stereotypes may explain differences in
the workplace outcomes of veterans (Shepherd, Kay, & Gray, 2019; Shepherd, Sherman,
1

Throughout this study, the terms “organization” and “workplace” are limited to non-military organizations and
workplaces.
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MacLean, & Gray, 2020; Stone & Stone, 2015), individual characteristics of veterans, such as
internalized experiences of military trauma, personal identification with military culture,
experiences of military socialization, pre-military characteristics, and self-stigma offer important
clues to the phenomenon as well (Kleykamp, 2006; MacLean, 2011; Shepherd, et al., 2020;
Stone & Stone, 2015). Below, I review current research which considers individual
characteristics of veterans in organizations in four research streams: veterans’ wage and labor
market outcomes, veterans’ employment experiences, veterans in upper echelons, and veteran
identity.
Wage and labor market outcomes
Arguably the largest segment of research concerning veterans’ post-military working
lives has centered upon their economic outcomes, including (un)employment, wages, and
earnings. Differences in post-military wage outcomes have been noted across a wide range of
veterans’ pre-military, post-military, and demographic characteristics. Gender, race, education,
pre-military socioeconomic background, military occupation, disability, and combat experience
have all been related to these differences (DellaPosta, 2013; MacLean, 2017; Padavic & Prokos,
2017; Renna & Weinstein, 2019; Teachman & Tedrow; 2007; Vick & Fontanella, 2017). While
many studies have observed a wage premium over non-veteran peers for Black male veterans
and women of all races and a penalty for white males, there is evidence that when statistical
controls for socioeconomic factors, wage level, and military selection are implemented, these
differences may be statistically insignificant (Bailey & Sykes. 2018; Brown & Routon, 2016;
Mac Lean, 2017; Renna & Weinstein, 2019).
Wages and earnings studies show that veterans differ from non-veterans in post-military
working life, but rates of employment and labor market participation also offer valuable
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information about the subsequent careers of veterans. Differences in employment, hiring, and
labor market participation of veterans have been observed based on race, gender, education,
disability, and military service characteristics (Humensky, et al., 2013; Kleykamp, 2013; Prokos
& Cabage, 2017; Rutledge, Sanzenbacher, & Crawford, 2016; Swed & Butler, 2015; Winters,
2018). However, there are conflicting findings which suggest little to no difference in the labor
market outcomes of veterans compared to non-veterans (Routon, 2014; Tennant, 2012).
Affirmative action preferences for hiring veterans are thought to drive significant numbers of
veterans to federal government employment, with high concentrations of veterans (and disabled
veterans) in federal roles (Winters, 2018). Despite preferences for veterans in state and municipal
government, differences in their participation in these organizations is somewhat less than in
federal employment, and the employment of disabled veterans at state and local levels varies
considerably (Routon, 2014; Winters, 2018).
Taken together, this body of work suggests that veteran status can be an advantage or
disadvantage in the post-military labor market, depending on the veterans’ demography, military
experience, disability status, and pre-military characteristics. This economic approach offers
little cohesive theory to explain why these differences may occur, although the role of the
military as a bridging career for minorities (Browning, Lopreato, & Poston, 1973) is widely
offered to explain differences in outcomes of veterans based on intersectional characteristics of
race and gender.
Employment Experience
A second stream of research considers the post-military employment experiences of
veterans and examines veterans’ individual outcomes in organizations, including both attitudes
and behaviors. Because of the substantial numbers of veterans in federal employment
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(approximately 30% of the U.S. Federal Government workforce according to the U.S. Office of
Management and Budget, May 23, 2017) much of what we know about the experiences of
veterans in their post-military working lives has been researched in the context of federal
government organizations. Overall, results show that veterans have lower new-hire retention
(U.S. Office of Personnel Management, 2017), lower job satisfaction, and a less significant
relationship between diversity practices and outcomes than non-veterans (Liggans, et al., 2019;
Vanderschuere & Birdsall, 2019), but data are conflicting with regard to task performance, initial
qualifications, and career advancement (Johnson, 2015; Johnson & Walker, 2018; Lewis, 2012).
Studies of veterans’ experiences outside federal employment have shown that identity
strain in the workplace (Gory, 2020; McAllister, et al., 2015) and conflict among gender and
veteran identities of female employees (Hirudayaraj & Clay, 2019) are related with negative
outcomes in task performance, well-being, and feelings of career limitation. Veteran-supportive
interventions in private employers have shown a beneficial, indirect effect on the job
performance and turnover intentions of veterans in non-military organizations, however, these
positive effects were only observed when baseline levels of organizational support were high
(Hammer, et al., 2019). Non-academic surveys of veterans by organizations and advocacy groups
suggest that veterans have a number of concerns about post-military organizational life,
including finding and obtaining employment, assimilating into organizational culture, and being
understood and appreciated by non-veterans in their workplaces (Prudential, 2012; SHRM
Foundation, 2021; U.S. Chamber of Commerce Foundation, 2016). Taken with the academic
research, these advocates’ studies support the conclusion that veterans have different
employment experiences than non-veterans. However, there is little conclusive theory to explain
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the mechanisms by which veterans’ experiences are differentiated from their non-veteran
counterparts.
Upper Echelons Research
Despite the serious concerns of labor market outcomes and employment experiences of
veterans, upper echelons research has identified (generally) positive differences between veteran
top management team (TMT) executives and their non-veteran peers. In general, scholars have
used the upper echelons perspective and person-organization fit to theorize that military
experience is a source of heterogeneity among executives and that TMT members with military
experience will have greater discipline, rule adherence, and ethical behavior than their nonveteran counterparts (Daboub, et al., 1995; D’Aveni, 1990, Jackson, et al., 1991). There is
evidence to support the claims that veterans’ behavior and outcomes differ from their nonveteran counterparts, including strategic management studies which show significant differences
between veteran and non-veteran CEOs’ and TMT members’ ethical behavior, strategic decisionmaking, financial risk-taking, selection to boards, and tax avoidance strategies (Benmelech &
Frydman, 2015; Koch-Bayram & Wiernicke, 2018; Law & Mills, 2017; Malmendier, Tate &
Yan, 2011; Simpson & Sariol, 2019). These studies suggest that there are fundamental
differences between veteran and non-veteran executives, although no cohesive theory has been
advanced to explain whether these are a reflection of differences in underlying values among
those who volunteer for military service, the result of military training and experience, or some
synthesis of individual differences, military, and non-military experience.
Veteran Identity
Although less established in organizational studies of veterans than economic,
experiential, or upper echelons studies, veteran identity, and identity conflict (or strain) in

8

organizations has emerged as a promising theoretical explanation of observed inconsistency in
veterans’ workplace outcomes. Quantitative and qualitative work has considered military
identity, veteran identity, and the liminal period of transition from military service to the civilian
world (Adams, et al., 2019; Carpenter & Silberman, 2020; Hack et al., 2017; Phillips & Lincoln,
2017; Shepherd, Sherman, MacLean, & Kay, 2020). Veteran identity is theorized to arise from
socialization and institutionalization in military culture combined with military experiences
(Brunger, Serrato & Ogden, 2013; Gade & Wilkins, 2013; Harada, et al., 2002; MacAllister, et
al., 2015; Smith & True, 2014) and formed in proximity to the transition from military to civilian
life (Cooper, Caddick, Godier, Cooper, & Fossey, 2018; Gade & Wilkins, 2012; Smith & True,
2014; Walker, 2013). The intense socialization to military culture through initial training (“basic
training” or “boot camp”) establishes the distinctiveness, prestige, and salience of outgroups
required to create a social identity as a military service member (Ashforth & Mael, 1989; Binks
& Cambridge, 2018; Walker, 2013). Further military experiences including combat, training, and
exposure to the individual cultures of military units reinforce these relationships and refine the
behavioral norms of military cultures (Smith & True, 2014). Military cultural norms of
masculinity, respect for authority, and collectivism contrast with U.S. societal norms of
individuation, autonomy, and self-advocacy (Atherton, 2009; Brunger, et al., 2013; Cooper, et
al., 2018; Smith & True, 2014). These cultural differences, often referred to as the civil-military
divide, could be challenged, replicated, reinforced, and/or magnified within the context of nonmilitary organizations.
Transition from military service to civilian life as a veteran is thought to highlight
differences in the cultural and behavioral norms of military and non-military organizations
(Binks & Cambridge, 2018; Brunger, et al., 2013; Cooper, et al., 2018; Smith & True, 2014).
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Studies have noted that the identity conflict associated with this transition may also be associated
with negative emotional and behavioral health outcomes (Binks & Cambridge, 2018; Brunger et
al., 2013; Carpenter and Silberman, 2020; Smith & True, 2014). Theory on role transitions does
suggest that several factors influence the creation of an “ex-role,” or a distinct identity associated
with a former role, including the magnitude and visibility of the transition, as well as an
individual’s identification with the former role, sentimentality, nostalgia, and coping resources
(Ashforth, 2000). It follows, then, that military socialization and experiences may create
powerful, nested social identities (e.g., Service Member, Marine, Infantryman, member of Bravo
Company) which could promote the creation of a strong ex-role identity as a veteran because
military transitions are likely to be high in magnitude to the individual (e.g., featuring a large
change in day-to-day activities) and high in visibility (e.g., physical relocation, cessation of
uniform wear, and elimination of or changes to the use of personal titles). Individual differences
in sentimentality, nostalgia, and coping resources could also plausibly be influenced by military
values of collectivism and tradition that may enhance sentimentality and nostalgia, as well as
archetypes of military masculinity that may limit coping resources by encouraging veterans to
eschew help-seeking and emotional support (Brunger, et al., 2013; Smith & True, 2014).
Within the fields of psychology, sociology, and social work, there has been considerable
interest in the relationship between veteran identity and outcomes. Table 1.0 outlines existing
multidisciplinary conceptualizations, definitions, and measurements of veteran identity. Harada
and colleagues (2002) first defined veteran identity as “veterans' self-concept that derives from
his or her military experience within a sociohistorical context” in their study of preferences for
Veteran Administration healthcare by Hispanic and African American veterans. They further
identified three dimensions of veteran identity: military status (e.g., rank attained, veteran
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cohort), military experience (e.g., experiences during service, including race-based experiences),
and perceptions of veteran experience (perceived influence of veteran status on daily life). Their
research on veteran identity, however, was intersectional in nature (veteran identity and race) and
was used to explain veterans’ preferences for the use of veteran healthcare services, not
organizational outcomes. The generalizability of this conceptualization from health service
choices to working life has not been empirically tested, and it has been noted that more work is
needed to clearly define veteran identity (Johansen, et al., 2013; Lancaster & Hart, 2015;
Lancaster, et al., 2018; Shepherd, et al., 2020). Although the multi-dimensional nature of work
identity (DeBraine & Roodt, 2011; Kirpal, 2004a; Walsh & Gordon, 2008) will be described
later in detail, it is important to note that Harada and colleagues’ (2002) conceptualization of
veteran identity does not take into account work-related identity theory which suggests that
individuals differ in perceptions of job centrality, occupational or organizational identity (Kirpal,
2004a; Walsh & Gordon, 2008). Because of this, veterans’ identities at work may differ from
those of non-veterans based upon their individual military training, experiences, and
identification with military occupations or roles.
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Table 1.0: Definitions and Measures of Veteran Identity
Study

Definition Used

Sub-dimensions of
Veteran Identity

Type of study

Identity-related
Measurement Used?
(Yes/No)

Measurement
Name

# of Items

Reliability

Adams, et al.,
2019

“Veteran identity [is] the
veteran’s self-definitions
derived from military
experience.” (p. 306)

None given

Quantitative

Yes

Centrality of
Veteran Identity

3 Items

α = .71

Carpenter &
Silberman,
2020

“Military Identity [is]
meanings attached to a
military role that fosters
individual life purpose.” (p.
36)

None Given

Theoretical

No

n/a

n/a

n/a

DiLeone, et al.
2016

“Veteran identity [is]
defined [as] a veteran’s selfconcept as derived from
their veteran status” (p. 1)

None Given

Quantitative

Yes

Veteran Identity
Centrality

5 items

α = .73

3 items

α = .67

Firmin, et al.,
2016

Not Explicitly Defined

None Given

Qualitative

No

n/a

n/a

n/a

Gade &
Wilkins, 2013

“Veterans of military
service view themselves as a
special and distinct class
within society. In that way,
Veteran status goes beyond
a person-based social
identity and becomes a
group-based social
identity.” (p. 274)

None Given

Quantitative

No
“In this work we treat
Veteran identity as a
binary construct” (p.
273)

n/a

n/a

n/a

Harada, et al.,
2002

“[V]eterans' self-concept
•
that derives from his/ her
•
military experience within a
sociohistorical context.” (p. •
I-118)

Mixed Methods

Yes

Predisposing
Veteran Identity

9 items

not reported

Positive Regard for
Veteran Status

Military Status
Military
Experience
Perceptions of
Veteran
Experience
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Study

Definition Used

Sub-dimensions of
Veteran Identity

Type of study

Identity-related
Measurement Used?
(Yes/No)

Measurement
Name

# of Items

Reliability

HuynhHohnbaum, et
al., 2003

“[V]eteran’s self-concept
that derives from his/her
military experience within a
sociohistorical context.” (p.
166)

None Given

Qualitative

No

n/a

n/a

n/a

Johansen, et al.,
2013

“Norwegian military
•
identity is thus
•
conceptualized as a
•
multidimensional construct,
comprising idealism,
professionalism, warriorism,
and individualism.” (p. 863)

Quantitative

Yes

Norwegian
Military
Identity Scale
(NPIS)

33 Items

(Not Given)

Professionalism
(12)

α = .86

Individualism
(10)

α = .68

Idealism (11)

α = .63

24 items

(Not Given)

Public Regard
(4)

α = .87

Private Regard
(7)

α = .76

Pride (4)

α = .82

Interdependence
(6)

α = .78

Family (3)

α = .83

Lancaster &
Hart, 2015

Not explicitly defined

•
•
•
•

•

Professionalism
Individualism
Idealism

Public Regard for
military
Private Regard
for military
Feeling pride
toward military
Sense of
interdependence
with other
military/veterans
Viewing other
military/veterans
as family

Quantitative

Yes
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Warrior
Identity Scale
(WIS)

Study

Definition Used

Lancaster, et
al., 2018

Not explicitly defined

Sub-dimensions of
Veteran Identity

•
•
•
•
•
•

•

Identity
Exploration
Identity
Commitment
Public Regard
for Military
Private Regard
for Military
Centrality of
military identity
Viewing
members of
military as a
family
Connection with
other military
members

Type of study

Identity-related
Measurement
Used?
(Yes/No)

Measurement
Name

# of Items

Reliability

Quantitative

Yes

Warrior Identity
Scale (WIS)

27 items

Not Reported

Identity Exploration
(3)
Identity
Commitment (3)
Public Regard for
Military (4)
Private Regard for
Military (7)
Centrality of
military identity (4)
Viewing members
of military as a
family (3)
Connection with
other military
members (3)

McAllister, et
al., 2015

Veteran Identity Strain
(Vet-IS) an incongruence
between veterans’ military
identities and their civilian
work environments
(Veteran Identity/Military
Identity not defined)

None

Quantitative

Yes

Vet-IS

5 Items

α = .89

Smith & True,
2014

not explicitly defined

None

Qualitative

No

n/a

n/a

n/a

Walker, 2013

Veteran Identity defined via
five-part typology

Qualitative

No

n/a

n/a

n/a

Typology:
• Transformed
• Soldier-Scam
• No Difference
• Disavowed
• Blighted
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The definition of veteran identity developed by Harada and colleagues (2002) has been
used in a variety of multidisciplinary studies (Adams, et al, 2019; DiLeone, et al., 2016; HuynhHohnbaum, et al., 2003). Huynh-Hohnbaum and colleagues (2003) extended the work of Harada
and colleagues in a qualitative study of female veterans’ preferences for VA healthcare, finding a
number of intersectional, identity-related issues among veteran status, gender, and race. DiLeone
and colleagues (2016) also used the Harada (2002) definition in a quantitative study of women
veterans’ use of VA healthcare. Rather than measure veteran identity as Harada and colleagues
(2002) did in their examination of the healthcare preferences of Hispanic and African American
veterans, DiLeone and colleagues (2016) adapted measures of ethnic identity to assess the
centrality of veteran identity and the positive regard for veteran status among female veterans.
Like DiLeone and colleagues (2016), Adams and colleagues (2019) also used the Harada (2002)
definition and measured the centrality of veteran identity to assess veteran identity in their study
of the relationship between veteran identity and the psychosocial outcomes of combat veterans,
including post-traumatic stress disorder, depression, suicidal ideation, and alcohol abuse. The use
of measures of identity centrality, the importance of an identity to an individual (Settles, 2004),
and positive regard for an identity by DiLeone and colleagues (2016) and Adams and colleagues
(2019) may allow researchers to outline the parameters of an identity but are insufficient to fully
conceptualize its dimensionality, particularly within a defined context like the workplace.
Carpenter and Silberman (2020) define military identity similarly to Harada and
colleagues (2002), as “meanings attached to a military role that fosters individual life purpose,”
(p. 36) and suggest that the conflict between military identity and post-military civilian life
causes career challenges for up to a third of veterans. They suggest that veteran-inclusive
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interventions by human resource practitioners can alleviate these challenges (Carpenter &
Silberman, 2020).
Several studies summarized in Table 1.0 offered no definition of veteran identity, and
these studies were in the areas of clinical psychology and social work. Firmin and colleagues’
(2016) qualitative study of the role of veteran identity in the outcomes of patients with
schizophrenia found that the stigma of mental illness as a sign of weakness in military culture
may reduce veterans’ willingness to seek treatment. However, they also found that veteran
identity could be a protective factor for those with mental illness because of a ‘military mindset,’
and a resistance to the stigmatized identity of psychological patient in favor of a more esteemed
identity as a military veteran. Smith and True (2014) found somewhat contradictory evidence in
a qualitative study of mental illness in combat veterans, concluding that feelings of identity
conflict between military and civilian identities, as well as a perceived lack of understanding of
military experiences by the civilian populace may have negative impacts upon the transitions and
mental health of combat veterans. Gade and Wilkins (2013) addressed representation in veterans’
rehabilitation, finding significantly higher satisfaction with Veterans’ Administration programs
when the assigned counselor is (or is perceived to be) a veteran. They were not able to ascertain
a causal mechanism for improved satisfaction but suggested that it could be related to actual or
perceived differences in understanding veterans’ needs and/or interactions. Although these
studies had no explicit definition of veteran identity, they do seem to share similar views of
veteran identity, namely that veterans perceive themselves as different from non-veterans,
veterans perceive that these differences are not understood by non-veterans, and that veterans
may approach psychosocial problems differently or with different attitudes than non-veterans.
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Departing from the foundational work of Harada and colleagues (2002), but remaining in
the realm of clinical psychology, Lancaster & Hart (2015) used theories of ethnic identity to
inform the conceptualization and measurement of veteran identity as a five-dimensional model,
proposing that the unique language, culture, and values of the military widely influenced
veterans’ perspectives on themselves and their relationships in society. In 2018, Lancaster and
colleagues reconceptualized veteran identity in seven dimensions. From this work and its
subsequent validation, the Warrior Identity Scale (WIS; Lancaster & Hart, 2015; Lancaster, et
al., 2018) offered the first theoretically grounded, multidimensional, scalar measurement of
veteran identity. The latter version of the WIS (Lancaster, et al., 2018) conceptualizes veteran
identity along seven dimensions: identity exploration; identity commitment; public regard for
military; private regard for military; centrality of military identity; viewing members of military
as a family; and connection with other military members. Although this scale and its subscales
have been correlated with psychosocial functioning and psychological factors (Lancaster, et al.,
2018), its generalizability from clinical psychological applications to organizational research is
unclear. This conceptualization also does not incorporate work-related attitudes or dimensions
related to veterans’ occupation and organizational identification, interpersonal and group
interaction, and work-related norms and paradigms suggested by theories of work identity
(DeBraine & Roodt, 2011; Kirpal, 2004; Walsh & Gordon, 2008).
Like the WIS, the military identity scale validated by Johansen, Laberg, and Martinussen
(NPIS; 2013) may not be generalizable to the organizational context. The NPIS was developed
to assess the dimensions of military identity in actively serving Norwegian military members
following an ambitious cultural intervention by the Norwegian government to align military and
societal values. The NPIS conceptualizes military identity along multiple dimensions, namely:
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professionalism, idealism, and individualism (Johansen, et al., 2013). This measure is likely not
to be directly applicable in the study of U.S. veterans in post-military organizational life because
1) it was conceptualized to measure attitudes of active service members in military
organizations, not veterans in non-military organizations; 2) the relationship between Norwegian
and U.S. military culture has not been tested; and 3) differences in civilian (non-military) culture
between the U.S. and Norway in characteristics such as masculinity (Hofstede, Hofstede, &
Minkov, 2010) may not allow a measure of veteran identity to be generalized across national
cultures.
Walker (2013) offered a qualitatively derived typology of service members’ identities
(transformed, soldier-scam, no-difference, disavowed, and blighted) as they approached
transition, based upon their self-characterizations of military service. Those who viewed
themselves as transformed, considered themselves to have superior personal characteristics
related to their military service, while those who viewed themselves as a soldier-scam believed
that they were not real or authentic service members. Those who adopted the no-difference
characterization considered themselves unchanged by military service, while the disavowed
found their former military identity untenable with their current identity and completely
separated themselves from their service. The blighted had been somehow damaged by military
service and found their former, strong military identities incongruent with their post-military
selves. There is no theoretical or empirical work to suggest whether these military identities are
persistent or consistent throughout the transition to post-military life, nor how these individual
identities might relate to veterans’ workplace outcomes.
Based on the variety of characterizations of military service observed by Walker (2013),
a wide range of potential interactions between a veteran identity and a non-military work identity
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may be inferred. McAllister and colleagues (2015) found that the incongruence or strain between
veteran’s identity and their role in a non-military organization (dubbed Veteran Identity Strain or
Vet-IS) is negatively related to work intensity and vigor. Interestingly, their work did not attempt
to explain what aspect or features of veteran identity conflicted with roles in the organization,
nor why the conflict occurred, but that the perception of strain was related to the observed
outcomes. They also found indirect relationships between military rank and political skill and
work intensity and vigor, suggesting that individual-level differences may also explain variations
in outcomes for veterans in non-military organizations. McAllister and colleagues (2015)
specifically noted that future work was needed to examine additional individual characteristics
that may impact identity strain. However, it is reasonable to conclude that a clearer
conceptualization of veteran identity in the workplace could also help identify the theoretical
mechanisms by which veteran identity strain occurs.
The definitions and measures of veteran identity described here may clearly lack
generalizability to veterans in the workplace context, but the findings of Johansen and colleagues
(2013) Harada and colleagues (2002) and Lancaster and colleagues (2015; 2018) support the
conclusion that veteran identity is a multidimensional construct. The authors of the WIS and
NPIS both specifically note that a better conceptualization of military identity is needed
(Lancaster & Hart, 2015; Lancaster, et al., 2018; Johansen, et al., 2013) suggesting that the
measurement of veteran identity and identity conflict may have outpaced our theoretical
understanding of it. However, Lancaster and colleagues’ findings (2015; 2018) that certain
dimensions of veteran identity may be related to poor psychological outcomes like PTSD
symptoms, depression, and negative mood underscores the importance of considering veteran
and veteran identity conflict in organizational contexts.
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Management researchers have decried the dearth of theoretical underpinnings for
veterans’ research (Gonzalez & Simpson, 2020; Shepherd, et al., 2020; Stone & Stone, 2015).
The wide range of inconclusive and contradictory findings about the impact of veteran status on
post-military organizational life described above suggests that there needs to be a clearer and
theoretically grounded conceptualization of what it means to be a veteran in non-military
organizations. The significant differences in job satisfaction of veteran and non-veteran
government workers (Vanderschuere & Birdsall, 2019), the differentiated outcomes of veterans
as top management team executives (Benmelech & Frydman, 2015; Koch-Bayram & Wiernicke,
2018; Law & Mills, 2017; Malmendier, et al., 2011; Simpson & Sariol, 2018) and the identity
strain experienced by veterans in non-military organizations (Gory, 2020; McAllister, et al.,
2015) may all be at least partially explained by veteran identity, but current conceptualizations of
veteran identity lack generalizability to the workplace context. The hypothesis that a unique
veteran identity may conflict with other individual identities in the workplace and cause strain
that is related to negative outcomes is a theoretically viable explanation which has been partially
empirically tested in prior research (Gory, 2020; McAllister, et al, 2015). However, these studies
only confirmed the relationship between identity strain and outcomes, so studying identity
conflict prior to fully conceptualizing the underlying identity is problematic. Developing a clear
conceptualization and measure of the dimensions of veteran workplace identity will provide a
stronger foundation upon which future theory of veterans in organizations may be built.
(Podsakoff, et al, 2016).
Theories of Identity
The development of a nascent theory of veteran identity in non-military organizations
must be grounded in the larger conversation of individual identity. Within sociology,
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psychology, and organizational research, questions of individual identity abound. Rich and
nuanced work has considered how individuals define themselves in relation to the world around
them. In general, two major conceptualizations of individual identity dominate the landscape:
identity theory and social identity perspective. Identity theory (McCall & Simmons, 1966;
Stryker, 1968) offers a view that an individual’s identity is defined by the roles they inhabit and
the meaningfulness and the salience of those roles to the individual. In contrast, social identity
perspective (Tajfel, 1974, Tajfel & Turner, 1979, Turner, 1978) theorizes that an individual’s
identity is shaped by perceived relationships with social groups. Identity theory, social identity
perspective, and work-related identity are described in greater detail below.
Identity Theory
Identity theory proposes that our identity is related to the roles that we inhabit and the
relative salience of those roles in our interactions (McCall & Simmons, 1966; Stryker, 1968) and
that these identities shape behavior. Drawing from a structural symbolic interactionist
perspective (Mead, 1934 Stryker, 1980), identity theory suggests that our social networks are
embedded in a societal structure which assigns roles, and that the salience of those roles
influences individual behavior and role choice (Stryker, 1980; Stryker & Burke, 2001).
Importantly, this theory also has evolved to suggest that individual commitment to these roles
may be conceived as the social ‘cost’ of losing a given role and that commitment to a role
influences its salience (Stryker & Burke, 2001).
Identity salience, the relative likelihood that an identity will be invoked in a particular
situation given its placement within an individual’s hierarchy of identities (Stryker, 1968), has
also been shown to predict individual behavior via the mechanism of shared meaning. Identity
and behavior are related when the salient role and the meaning of the behavior are consistent, but
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when the role and the behavior do not share meaning, there is no relationship (Burke, 1991;
Burke & Reitzes, 1991). Consequently, even a highly salient role may not predict behavior. In
terms of veteran workplace identity, then, it may be suggested that the veteran identity can only
be related to workplace behaviors in non-military organizations if veterans perceive that the
meaning of their role as a veteran and the meaning of their workplace behavior overlap. For
veterans, it is plausible that the nature of this overlap may be quite literal, such as a former
military police officer working in a municipal police department, or somewhat more figurative,
such as a former military unit commander working as an operations manager in a manufacturing
plant. Understanding how veterans relate military experience to their working lives may help to
explain differences in post-military experiences. Therefore, creating a clear definition of the
concept of veteran workplace identity and its dimensions will support the critical examination of
veteran identity using the principles of identity theory.
Social Identity Perspective
The idea that our individual, idiosyncratic identity is supplemented by multiple social
identities, which are drawn from our perceived membership in various groups, can be traced to
the work of Tajfel and Turner (Tajfel, 1974, Tajfel & Turner, 1979, Turner, 1978). Social
Identity Theory (SIT) explains how individuals behave in group contexts based upon their
perceived membership in a variety of groups (Ashforth & Mael, 1989; Hogg & Terry, 2000;
Hornsey, 2008; Stets & Burke, 2000; Tajfel, 1974). The salience of these varied and potentially
conflicting group memberships provides the normative behavioral cues for the given context
(Ashforth & Mael, 1989; Hogg & Terry, 2000; Hornsey, 2008). For example, a member of an
amateur choir group may be less likely to sing aloud in their workplace than in another public
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setting because the social norms of the work team have greater relevance to appropriate behavior
in the workplace than the norms of the choir group.
Originally posited as a separate theory of group interaction, Self Categorization Theory
(SCT; Hogg & Terry, 2000; Hornsey, 2008, Turner, 1978) describes how our comparative
categorization of ourselves and others into in-groups and out-groups influences individual
behavior in the group context. The underlying assumptions and mechanisms of SIT and SCT are
quite similar, but SCT emphasizes the processes by which individuals categorize themselves in
social groups, while SIT emphasizes the behavioral processes associated with group
identification. Because of this, the two theories have been known as the Social Identity Approach
or Social Identity Perspective (Hornsey, 2008). This approach suggests that individuals are
motivated to pursue and adopt positive social identities to maintain positive self-esteem (Hogg &
Terry, 2000).
Antecedents of social identity include the distinctiveness of the group, the prestige of the
group, and the salience of out-groups (Ashforth & Mael, 1989). As each of these group
characteristics increases, the likelihood of establishing a social identity also increases, and this
process may also be facilitated by social and interpersonal characteristics that promote group
formation like individual similarity, liking, and shared goals (Ashforth & Mael, 1989). Group
socialization is critical in the formation of social identity because it attempts to highlight the
distinctiveness and prestige of the group for the new member, identify group boundaries, and
model prototypical social and behavioral norms of the group (Ashforth & Mael, 1989). The
organizational consequences of social identification include an individual’s selection of activities
that are consistent with social identity, the development of positive attitudes about the group
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including group cohesion, and the reinforcement of perceptions regarding the group, including
prestige, distinctiveness, and salience of outgroups (Ashforth & Mael, 1989; Ashforth, 2000).
When social identities conflict, there are a number of ways that individuals may reconcile
the discrepancy. Ashforth & Mael (1989) suggest that it is unlikely that conflicting identities are
blended, but that they are instead ordered based on salience or perceived importance, subverted
to minimize conflict, or applied sequentially to avoid inconsistency. Conflicts in social identity
may arise from variations in perceived importance of group membership. For example, the
relative importance of the work group and family group may be different on a child’s birthday
and the day that a major work project is due. These conflicts can also arise from direct opposition
of social norms between groups such as the social norms for a nursing executive to demonstrate
consideration for people as a nurse and uphold strong fiscal controls as an executive. Social
identity conflicts may also occur when goals for one group conflict with another. For example, a
devoutly religious person may have goals for charity in their religious group, but goals for profit
maximization in a business organization.
In order to understand how a social identity as a veteran may relate to a non-military
identity in an organization (e.g., member of a business unit), the features of each of these
identities and the ways that they may conflict must be considered, including the relative prestige
and distinctiveness of each identity, as well as the salience of outgroups for each identity. From
the social identity perspective, the self-categorization of a veteran would also be highly relevant,
since work on military identity has suggested that some veterans may categorize themselves as
not ‘real’ veterans (Walker, 2013). Here, too, a greater understanding of the dimensions of
veteran identity could offer theoretically grounded insight into the mechanisms of group
identification and self-categorization of veterans in the workplace context.
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Work-Related Identity
The multi-dimensional, composite, work-related self-concept created by organizational,
occupational, and other relevant social identities is referred to as work-related identity (DeBraine
& Roodt, 2011; Walsh & Gordon, 2008). Other definitions of work identity consider it to be an
identification with an occupation, organization, task, or work-related activities (Kirpal, 2004a;
Witt, Patti, & Farmer, 2002). In a qualitative study of European nurses, Kirpal (2004a) finds that
work identity has three formative dimensions: structural, social, and individual psychological.
The structural dimension of work identity comes from the norms or attitudes about work that
arise from the society in which the organization and individual are embedded, including patterns
of employment, training and education systems, social stratification, and labor market forces
(Kirpal, 2004a). The social dimension encompasses a variety of social interactions and
identifications,

including

interpersonal

relations,

group

dynamics,

occupational/trade

identification, and social status (Kirpal, 2004a). The individual psychological dimension is
composed of the individual’s work history, perceptions of the context of the work that is
performed, and attitudes toward work.
For military veterans, then, their veteran identities in non-military organizations may be a
part of their post-military work related identities or separate from them. Military culture and the
civil-military divide could logically inform the structural, social, and individual psychological
dimensions of work identity. Veterans may differ from non-veterans in the structural dimension
because their relationship with national culture is influenced by military experience (e.g., civilmilitary divide). They may also differ in the social dimension based upon the strength of their
identification as a veteran, the relationship between their military occupation and post-military
role, and the influence of military culture on interpersonal interactions and group behavior.
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Veterans could differ in their individual psychological dimension of work identity specifically
because of their unique work histories, military training and development, and perceptions of
context related to the civil-military divide.
Because of its multi-faceted nature, work-related identity assumes the potential for
conflict between occupational identity (e.g., doctor) and organizational identity (e.g., hospital
employee; DeBraine & Roodt, 2011; Kirpal, 2004b; Witt, Patti, & Farmer, 2002). Walsh &
Gordon (2008) posit that these conflicts are generally resolved by the claimed central character
of the individual, meaning that the individual prioritizes the portion of identity, which provides
an optimal level of belongingness and distinctiveness to support a positive self-concept. Workrelated identity has implications for employee behavior (Bothma & Roodt, 2012), organizational
commitment (Witt, Patti, & Farmer, 2002), job satisfaction, and turnover (Walsh & Gordon,
2008).
There is a stream of research that has tried to define and measure work related identity for
a variety of worker characteristics/roles. Welbourne and Paterson (2017) considered a role-based
identity at work composed of five sub-identities: organizational, occupational, team, innovator,
and job. Their work yielded the role-based identity scale (RBIS) which was designed to assess a
composite work identity from the five sub-identities. Though a veteran’s military experience
could logically influence identity in each of these roles, it is unclear where (or if) a veteran
identity could be located within this theoretical structure, since military experience may or may
not be germane to any of the roles that the RBIS is intended to measure, based upon the
characteristics of an individual’s military experience and post-military career.
Sieger, Gruber, Fauchart, and Zellweger (2016) developed a scale of the social identities
of entrepreneurs, and it was designed to assess the entrepreneurs’ location within a taxonomy of
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three distinct social identities and a hybrid identity (Darwinian, those pursuing entrepreneurship
for self-interested purpose; Communitarian, those pursuing entrepreneurship to give/receive
support to/from known others; Missionaries, those pursuing entrepreneurship for a cause or
greater purpose; and, Hybrid, some combination of one or more identities). There is no clear
theoretical basis to assign veterans to any given category within this taxonomy, and the emphasis
on entrepreneurship makes this study applicable to veteran entrepreneurs but is not likely to
inform the study of veterans’ identities in non-entrepreneurial contexts.
Selenko, and colleagues’ (2018) consideration of work identity in atypical employment
situations (e.g., “gig” work or multiple employment situations), describes three mechanisms by
which work identity may develop over time, (Passive, reacting to social contexts; Active,
intentional growth through reflection; and Transformative, triggered through a disruption, misfit, or event). This work could certainly inform how a veteran identity in the workplace evolves
over time, but the study of atypical contexts may limit the applicability of this study to veterans
in traditional employment contexts.
Pratt, Rockmann, and Kaufman’s (2006) study of identity formation in medical residents
also offers considerable insight in the processes by which identities are formed in nascent
careers. For veterans, the process of formulating a new occupational identity based upon
conflicts experienced in a new role described by Pratt and colleagues is undoubtedly relevant to
the creation of new occupational, organizational, and job identities in organizations following
transition from military service. But this work does not explain how a veteran identity exists
among these new roles.
Like Pratt and colleagues (2006), Anderson, Courter, McGlamery, Nathans-Kelly and
Anderson (2010) considered identity of a specific occupation: engineers. In their qualitative
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study, they found three dimensions of engineer identity: problem-solving, learning, and
teamwork. These dimensions show both individual skills and social interactions as part of a
work-related identity. While it is likely that veterans’ identities may also incorporate skills and
social interactions, the difference between engineering as a current occupation and military
service as a former occupation limit the generalizability of Anderson and colleagues’ (2010)
findings to the veteran identity.
Kirpal’s (2004a) study of identity formation in European nurses offers a multi-faceted
approach to identity creation by suggesting that social factors, organizational structures, and
individual skills all play a role in the formation of nurses’ work identities. Like entrepreneurs
(Sieger, et al., 2016), medical residents (Pratt et al., 2006), and workers in atypical situations
(Selenko, et al., 2018), Kirpal’s (2004a) work is about the formation of a work identity centered
around the current job, current occupation, and/or current organization. For veterans’ identities at
work, it is unclear whether the boundaries of these studies can be extended to explain the
identification with past military experiences in a current, non-military role.
To my knowledge there is no theoretical or empirical work that directly addresses how
military experience could influence the formation of post-military work-related identities, nor
predict how conflicts between post military occupation and organizational roles are resolved.
Strategic management studies of military veteran CEOs have hypothesized that individual
differences in ethical behavior, leadership, and risk-taking are related to veterans’ military
training and experience (Benmelech & Frydman, 2015; Koch-Bayram & Wiernicke, 2018; Law
& Mills, 2017). Work-related identity theory supports the inference that these values may be a
part of a veteran’s claimed central character. Practical studies have concluded that veteran CEOs
incorporate military leadership training and experiences into their work identities throughout
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their post-military careers (Duffy, 2006; Groysberg, Hill, & Johnson, 2010). Yet, there is little
consideration of how veteran identities may be incorporated in or opposed by post-military,
work-related identities among the echelons of workers outside of the top management team.
RESEARCH QUESTIONS
There is limited theory to explain whether observations of identity strain in veterans
(Gory, 2020; McAllister, et al., 2015) is related to conflict between a strong, valued ex-role
identity (military veteran) and other role(s) and/or social identities in non-military organizations,
stalled or failed role transitions, or deep-seated conflict between a veteran’s idiosyncratic selfidentity and the non-military organizational context. By developing a domain-specific
conceptualization of veteran workplace identity, this study can create a theoretical bridge
between extant multidisciplinary research in veteran identity and growing interest in veterans’
outcomes by management scholars and practitioners. Defining this key concept will also respond
to calls for greater theoretical engagement in the study of veterans in organizations (Gonzalez &
Simpson, 2020; Shepherd, et al., 2020; Stone & Stone, 2015). Drawing from identity theory and
the social identity approach, this dissertation attempts to answer the following research
questions:
RQ1) What are the dimensions of veteran identity in a workplace context (Veteran
Workplace Identity, VWI)?
RQ2) a) Which theoretical perspective of identity (identity theory, social identity
approach, or work-related identity) has the most explanatory potential to define VWI? b) In what
ways (if any) does VWI relate to other identities (e.g., social identity, role identity, occupational
identity)?
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RQ3) How can VWI be measured, and what are the psychometric properties of this
measure?
RQ4) What is the relationship between VWI and individual veteran’s workplace
outcomes?
To answer RQ1 and RQ2 I performed a qualitative study of veteran identity in working
veterans. Then, to answer RQ3, using the results of the qualitative study, I developed a scale
measure of VWI. Finally, to answer RQ4, I used the scale measure for VWI to test the
relationships between VWI and individual veterans’ workplace outcomes. The methods, results,
and outcomes of the qualitative study and a discussion of the research questions is detailed in
Chapters 2, 3 and 4.
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Chapter 2: Qualitative Study
To respond to Research Questions One and Two, I prepared a qualitative study to identify
the dimensions of veteran identity in the workplace context, VWI, and to assess the explanatory
value of various theoretical perspectives on identity relative to this construct. Although a
theoretically derived model of VWI could have been developed, using semi-structured interviews
and qualitative analysis offered the opportunity to observe greater nuance in the dimensions of
VWI and was most appropriate for this scenario (Singleton & Straits, 2010).
METHODS
In this study, working military veterans were selected to participate in 60–90-minute,
semi-structured interviews. I transcribed and coded the interviews using the Gioia methodology
(Gioia, Corley, & Hamilton, 2012) to assess the first-order themes and assemble those into
dimensions of Veteran Workplace Identity. To assure transparency and greater qualitative rigor,
‘moves’ were recorded during the coding process following the methodology of Grodal, Anteby,
and Holm (2020). Finally, the resultant dimensions were compared to existing theories of
identity to assess the nature of VWI. This process is described in greater detail in the subsequent
paragraphs.
Sample
A mass email solicitation was sent to all registered students (over 20,000 unique
addresses) in a U.S. public university seeking working military veterans to participate in a
screening survey. An identical announcement was also distributed through an electronic
announcement board available to all students. To be eligible to participate in the qualitative
study, individuals had to be military veterans of the U.S. Army, Navy, Air Force, Marine Corps,
or Coast Guard, no longer serving on active duty or active reserve status, and currently working
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20 hours per month each week or had worked at least 20 hours or more per week for four weeks
in the preceding 12 months. Thirty individuals responded to the screening survey, were eligible
to complete the semi-structured interview process, and were invited to schedule an interview. Of
those, twenty scheduled and completed interviews. Of the ten who did not complete an
interview, three declined an invitation to be interviewed, five did not respond to multiple contact
attempts, and two scheduled and/or rescheduled interviews but did not attend and did not
respond to attempts to reschedule. Table 2.1, below, outlines the characteristics of the 20
individual participants:
Table 2.1: Demographic characteristics of qualitative study participants
Age

Gender

Race or
Ethnicity

Branch of
Service

Years
of
Service

32

Female

Asian

Army

9

41

Male

Hispanic or
Latinx

Marines

4

30

Male

Hispanic or
Latinx

Army

10

53

Male

Asian

Navy

NR

Male

Hispanic or
Latinx

38

Male

51

Combat
Veteran

Highest
Grade

Disability

4

No

E5 - E8

Yes

18

Yes

E1 - E4

Yes

1

Yes

E5 - E8

Yes

4

30

No

E1 - E4

No

Air Force

4

3

No

E1 - E4

Yes

Hispanic or
Latinx

Coast
Guard

12

4

No

O1 - O3

Yes

Male

Hispanic or
Latinx

Navy

5

28

Yes

E5 - E8

Yes

36

Male

Hispanic or
Latinx

Marines

4

11

Yes

E5 - E8

Yes

32

Male

White or
Caucasian

Army

10

4

Yes

E5 - E8

Yes

34

Male

White or
Caucasian

Army

8

1

Yes

E5 - E8

Yes

50

Male

Other

Navy

2

28

No

E1 - E4

No

26

Male

Hispanic or
Latinx

Air Force

6

2

No

E1 - E4

Yes

34

Male

Hispanic or
Latinx

Army

9

6

Yes

E5 - E8

Yes

33

Male

White or
Caucasian

Army

11

2

Yes

E5 - E8

Yes

40

Female

Hispanic or
Latinx

Army

3

18

No

E1 - E4

Yes

32

Years
Since
Separation

Age

Gender

Race or
Ethnicity

Branch of
Service

Years
of
Service

Years
Since
Separation

Combat
Veteran

Highest
Grade

Disability
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Female

Hispanic or
Latinx

Navy

5

15

Yes

E5 - E8

Yes

48

Male

Hispanic or
Latinx

Marines

22

1

Yes

E5 - E8

Yes

28

Female

Hispanic or
Latinx

Navy

3

6

No

E1 - E4

No

25

Male

Black or
African
American

Army

3

3

Yes

E1 - E4

Yes

29

Male

Hispanic or
Navy
4
7
No
E1 - E4
Yes
Latinx
Note: NR = Not Reported. Grades E1 – E4 are enlisted service members, E5 – E8 are Non-Commissioned Officers
(NCO), and O1 – O3 are company-grade officers. No veterans who held the rank of field grade or general officer
participated in the interviews.

Due to the small number of respondents, all willing and eligible participants were
interviewed. As shown in Table 2.2 below, women, persons of Hispanic or Latinx ethnicity,
Asian race, and younger veterans are over-represented in this relative to the U.S. Census
Bureau’s (2019) American Community Survey estimates of the veteran population from 20152019. Veterans with disabilities were also over-represented in this sample compared to the
veteran population estimates. No specific data for the demographic composition of working
veterans was available through the census bureau or the U.S. Bureau of Labor Statistics.
Table 2.2 Veteran and study participant demographics (U.S. Census Bureau, 2019)
Characteristic
PERIOD OF SERVICE
Gulf War (9/2001 or later)
veterans
Gulf War (8/1990 to
8/2001) veterans
Vietnam era veterans
Korean War veterans
World War II veterans
SEX
Male
Female
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Sample
(2021)

All
Veterans
(2015-2019)

85%

19.3%

15%

20.7%
35.7%
8.1%
3.5%

75%
25%

91.1%
8.9%

Sample
(2021)

Characteristic
AGE
18 to 34 years
35 to 54 years
55 to 64 years
65 to 74 years
75 years and over
Did not respond
RACE AND HISPANIC OR
LATINO ORIGIN
White alone
Black or African American
alone
American Indian and
Alaska Native alone
Asian alone
Native Hawaiian and Other
Pacific Islander alone
Some other race alone
Two or more races
Hispanic or Latino (of any
race)
DISABILITY STATUS
With any disability
Without a disability

50%
45%

All
Veterans
(2015-2019)
8.8%
23.5%
17.8%
26.4%
23.5%

5%

15%

82.1%

5%

11.9%

10%

0.8%
1.7%

5%

0.2%
1.3%
2.0%

65%

6.9%

85%
15%

29.3%
70.7%

Interview Process
A semi-structured interview guide was developed (See Appendix A) to structure the
conversation with veterans, and to allow the researcher latitude to probe participants’ statements
or stimulate discussion (Singleton & Straits, 2010). In support of Research Question 2, questions
from the theoretical perspectives of social identity, identity theory, and work-related identity
were included in the questionnaire. Additional questions about the intersection of veteran status
with race and ethnicity in the workplace context were also included. Questions related to social
identity perspective were designed to elicit information about the participants’ identification with
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veteran status in the workplace, for example, “Do you choose to share [your veteran status] with
some people and not others [at work]?” Questions related to identity theory were designed to
assess the salience of veteran identity and the role of being a veteran in the workplace, for
example, “Can you describe any things that you do at work because you are a veteran?”
Questions related to theories of work-related identity were created to explore the relationship
between participants’ identities as veterans and their identification with occupations, roles, and
tasks, for example “How do you think your military experience affected your process of being
hired into your current role?”
Using this questionnaire, I conducted 20 interviews over a two-week period. Interviews
were held using the Zoom™ virtual meeting platform, and meeting audio was recorded for
transcription. I identified myself as a military veteran at the beginning of each interview for the
purpose of building rapport with participants and to set an expectation of my ability to
understand military jargon. I did not disclose any details about my service (i.e., branch of
service, rank, years of service, or military occupation) prior to completing the interview
questions, and only disclosed those characteristics if asked by the participant at the end of the
interview.
As the interviewer, my camera was on at all times, and participants were given the option
of having their camera on or off. All participants elected to have their camera on for the
interview. Interviews ranged from 35 – 90 minutes, and participants were compensated $20 for
their participation via peer-to-peer payment or cash/check sent via mail. Five participants
declined compensation and were offered the opportunity to direct their compensation to the
charitable/non-profit organization of their choice, which they accepted. The variation in
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interview length was due to individual differences in response length, occurrence(s) of lost
internet connection, and variations in pace of speech.
Coding
At the completion of the interviews, all interviews were transcribed. Following
transcription, 447 unique excerpts were identified and coded by the author. First-order codes
were created and examined as new themes were encountered within the excerpts. Throughout the
coding process, first-order codes were reviewed to ascertain whether some codes could be
combined, should be split, or if new codes could be created. These ‘moves’ were recorded
(Grodal, et al., 2020) for the purpose of transparency. Fifty-six unique, first-order codes were
retained, and 120 moves were recorded. All recorded moves arose from the iterative process of
creating and combining first-order codes. In some cases, excerpts contained multiple first-order
themes. This often occurred when participants described multiple values or (e.g., describing
personal attributes of attention-to-detail, problem-solving, and work ethic as personal
characteristics formed or enhanced by military service). These situations were carefully
examined to determine if excerpts could be split to contain just a single first-order code. When it
was impossible to retain the excerpt’s meaning with only one code, multiple first-order codes
were assigned to an excerpt.
The retained codes were grouped into three unique, second-order dimensions, described
in detail in the results section of this chapter, and these dimensions form the construct of Veteran
Workplace Identity. The dimensional groupings arose from an iterative process where first-order
codes were examined for overarching themes and compared with theoretical definitions from
social identity perspective, identity theory, and work-related identity.
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RESULTS
Table 2.3, below, shows the definitions of first-order codes and the resultant dimensions,
as well as the number of occurrences and percentage of participants whose interview included
that code. To answer Research Question 1, what are the dimensions of veteran identity in a
workplace context? fifty-six first-order codes were arranged into Individual Capital, Social, and
Structural dimensions. The first-order codes emerged within 11 unique interviews, and codes
occurred in two to seventeen of the twenty interviews. Coding was validated by a military
veteran, graduate research assistant who assessed a random sample of 75 excerpts with an initial
inter-rater reliability of 85.3%. We reviewed the excerpts where there was disagreement and
arrived at full consensus on the final coding decisions for all excerpts.
Table 2.3: Dimensions and first-order codes of Veteran Workplace Identity (VWI)
Individual Capital: The part of VWI that describes how veterans define themselves in
relation to the human capital (e.g., knowledge, skills, values) acquired or enhanced by
military service.
Code

Definition

Acceptance of
Fear
Accommodating

Motivation to act through intimidation, unknown
outcomes, or threat of consequences
Willingness of veterans to complete difficult or
unwanted tasks without complaining contrasted with
perceived willingness of non-veterans to complain about
difficult or unwanted tasks

Administrative
Skill

Navigating administrative and bureaucratic tasks,
includes organization and maintaining thorough
records/documentation
Behaving in a direct, proactive, and/or straightforward
way in interpersonal interactions
Noticing deficiencies, flaws, or errors in tasks,
processes, or behaviors
Perception that military experience altered career path,
veteran would not be in current role without military
service
Proficiency in knowledge/skills
Belief in self
Addressing interpersonal conflict in workplace

Assertive
Attention to
detail
Career
Transformed by
Military
Capability
Confidence
Conflict
Management
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Excerpts

Participants
(%)

5

5 (25%)

10

5 (25%)

21

9 (45%)

4

3 (15%)

9

5 (25%)

18

9 (45%)

3
11
10

2 (10%)
6 (30%)
5 (25%)

Individual Capital – Continued
Code

Definition

Decision making

Belief in ability to make appropriate choices in complex
situations and using multiple criteria
Commitment to group, task, role, or idea
Completing tasks or behaviors in accordance with a
standard, commitment, or guideline regardless of
personal desire or interest in doing so
Comfort and interest in working with people from ‘all
walks of life’
The view that one’s leadership ability is based upon
military training and experience; viewing oneself as a
leader because of military service.
Orientation toward increasing knowledge or skill,
includes learning from mistakes
Belief in the importance or value of behaviors,
perceptions, or activities that are stereotypically
associated with male gender such as aggression.
Positive behavioral traits typically acquired through age
and/or experience
Perception that military experience provided basis for
working life
Expressed organizational values of military branches of
service as a single entity
Focus on completion of tasks or execution of
responsibilities
Feelings or beliefs that prompt behavior
Willingness and ability to complete workplace tasks that
require strength, stamina, or exertion
Developing plans to accomplish tasks, projects,
strategies for individuals, groups, or teams
Finding solutions for issues that are urgent in nature or
to which standard procedures don't apply
Coordinating individual and/or group actions to
accomplish goals or outcomes using authority or
discretion to independently manage task completion
Experience of adversarial feeling as a source of power
or motivation
Performing tasks or executing responsibilities in a
routine or regular way without deviation from standards
Challenges experienced throughout military service
serve as a benchmark for relative adversity.
Acknowledging value of others and receiving
acknowledgement of one's own value

Dedication
Discipline

Diversity
Leadership

Learning
Masculine

Maturity
Military is
foundation
Military Values
Mission
Orientation
Motivation
Physical Fitness
Planning
Problem-solving
Project
Management
Purposeful Anger
Reliability
Resilience (Been
through worse)
Respect

Excerpts

38

2

Participants
(%)
2 (10%)

4
10

2 (10%)
8 (40%)

24

9 (45%)

39

17 (85%)

7

6 (30%)

6

6 (30%)

6

5 (25%)

33

15 (75%)

12

7 (35%)

24

12 (60%)

6
2

5 (25%)
2 (10%)

4

3 (15%)

13

7 (35%)

2

2 (10%)

7

5 (25%)

3

3 (15%)

32

12 (60%)

7

7 (35%)

Individual Capital – Continued
Code

Definition

Responsibility

Taking psychological ownership of tasks, projects, or
groups and their outcomes
Performing tasks or projects in groups
Knowledge or skills related to military occupation
acquired through military service
Relationship with time, including time management

Teamwork
Technical Skills
Time
Management
Work Ethic

Excerpts

Belief in the importance of quantity and quality of work
performance, includes doing what needs to be done,
regardless of personal preferences

8

Participants
(%)
7 (35%)

9
19

7 (35%)
9 (45%)

18

10 (50%)

40

17 (85%)

Social Dimension: The part of VWI that describes how veterans define themselves in
relation to the social category of being a military veteran in organization context.
Code

Definition

Age
Centrality
Characteristics of
Service
Veteran
Language
Disability
Non-veterans do
not Understand
Veterans
Sharing Veteran
Status
Status of
Veterans
Types of
Veterans

Excerpts

Participants

Perceived difference in chronological age, life stage
among non-veteran peers due to military service
Perceived importance of veteran status to definition of
self, includes pride of service.
Unique factors of individual service that refine
relationships among veterans such as branch of service,
rank, combat experience, military specialty, etc.
Ability to use military language, jargon, methods of
communication, and styles of communication among
veterans
Presence or perceived presence of service-connected
disability, including PTSD
Perception that non-veterans are unaware of or do not
acknowledge the experience of military service

13

9 (45%)

22

12 (60%)

14

8 (40%)

30

11 (55%)

9

5 (25%)

36

12 (60%)

The decision process that surrounds discussing veteran
status among non-veteran coworkers, including
concealment of veteran status
Relative social position of non-veterans in society and
within the workplace
Categorizations of other veterans based on workplace
behavior, particularly when discussing military
experiences
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17 (85%)

41

16 (80%)

13

8 (40%)

39

Structural Dimension: The part of VWI that describes how veterans' interactions with
organizational structures influence their self-concepts in the workplace.
Code

Definition

Excerpts

Participants

Advancement

Relationship with promotion process in
organization relative to military experience
Ability to make career decisions about when,
where, and how much to work
Perceived need to use language, jargon, methods
of communication that are distinct from those
used among veterans/military to fit organizational
norms. Includes asking of inappropriate questions
about military service by coworkers

11

6 (30%)

4

3 (15%)

45

14 (70%)

Perceptions by non-veterans of veterans'
willingness and ability to contribute to
organization
Perceptions that women cannot be veterans, or
did not perform military roles that are
commensurate with men's military roles
Expectations of continued employment, pay,
benefits
Relative importance of work in day-to-day life,
including the inherent value of working and
relationships with compensation
Recognizing, adhering to, creating, and/or
modifying standard operating procedures in
organizations
Perception of differentiated communication, trust,
expectations, and responsibilities between
military veteran employees and organizational
leaders
Maintaining psychological distance between self
and work, coworkers, and organization

14

9 (45%)

6

5 (25%)

2

2 (10%)

19

10 (50%)

15

10 (50%)

18

11 (55%)

6

4 (20%)

Stereotypes of Veterans

Perceptions of common work-related
characteristics of veterans

13

6 (30%)

Transition

The process of adjustment to non-military
workplace from military occupation
Actual or perceived advantage of veteran in
hiring processes

20

9 (45%)

19

11 (55%)

Choice
Organizational
Communication

Expectations of
Veterans
Female Veterans are
Invisible
Institutional Stability
Meaning of Work

Policies/Procedures

Relationship with
Leaders

Separation of Personal
and Professional Life

Veteran Preference in
Hiring

Individual Capital Dimension
The Individual Capital dimension, defined as: the part of VWI that describes how
veterans define themselves in relation to the human capital acquired or enhanced by military
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service, contains 34 first-order codes, the largest number of codes in the dimensions. This
dimension defines VWI by what veterans do, what they know, and what they believe about
themselves at work. It is important to note that many of these traits were described by veterans in
relation to the knowledge, skills, behavior, and beliefs of non-veterans in the workplace, but this
distinction was observed as an anchor for the degree of knowledge, skill, or belief possessed by
the veteran more than a social categorization of veteran in-group or non-veteran out-group.
Participants described the characteristics found in the first-order codes for this dimension as
arising from or being strengthened by military service, not as the sole purview of veterans.
Although a number of the first-order codes in this category could have been combined into a
generic code of Military Values, the nuance and insight provided by the specific values identified
during the interviews would have been lost. Retaining a large number of unique, work-related
knowledge, skills, values, beliefs, and attitudes described by participants also highlighted the
specific military values that participants perceived as related to work. This dimension defines the
identity of veterans at work by the work-related capital, such as skills, knowledge, behavior, and
beliefs that veterans have translated from their military service to their post-military careers.
Table 2.4, below, offers examples of excerpts from the interviews for each of the first-order
codes in this dimension.
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Table 2.4: Sample Excerpts from Individual Capital dimension
Code
Acceptance of
Fear

Example
I’m gonna be honest, in the military I was scared the whole time I was in. I didn’t wanna—excuse my language—but I
didn’t want to fuck up. You know, I didn’t wanna like, like I said, I was never ever late. And here in the civilian life I’m
like…The goal is different. I do have little people’s lives in my hands because I work with undocumented children but I’m
not scared. I don’t think anything terrible is gonna… I didn’t think anyone was gonna die in the military, either, but I did
take it like, I didn’t want to fuck up ever. Here, its like, “It’s gonna be fine. Nothing’s gonna happen. Calm down!” I
don’t know, that’s my difference.

Accommodating

Sometimes its—you’ll hear [coworkers] complaining about stuff that you think is nonsense. As military veterans you’ve
seen like, not the whole world, but they have another whole outlook on the freedoms that we’re granted. It’s just very
different because of that.
I think [keeping documentation] is unique to veterans. I’ve been out of the military for twenty-some odd years, and I’ve
worked at several different places, I’ve seen people try and recollect so they can document what their tasks were, instead
of taking notes in the meeting and writing it down. I’ve had people come and say, “Hey, you were taking notes, what did
they say about me?” and I said, “I wasn’t worried about you, buddy, I was worried about me!” So it was kind of like a
CYA [cover your ass] thing. To make sure I’ve got my responsibilities, my tasks, my expectations, down and exactly what
people who were talking to me said so I can go back and refresh. I really do think it is unique to veterans. Every veteran
student I’ve worked with, they bring in their little green books, some of them still bring them. If not, they’re writing their
notes on a steno pad. They’re writing their notes. For the last seven years, before coming back to [the University] I was
working with veterans’ benefits. So I dealt with 700-some-odd veterans, and they all took notes. All of them.

Administrative
Skill

Assertive

I think that for me personally it kind of came out through the last four weeks or so, not so much that I’m a veteran, but
just traits of [being a veteran]. Where I was just a little more assertive, a little more loud, in presentation, not in yelling
at my coworkers, but when it came to presentations.
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Code
Attention to detail

Example
The main one is attention to detail in how you present yourself, on the task at hand. That is my go-to skill that I
draw on almost daily, if not hourly. If I run into an obstacle while using attention to detail, I immediately flash
back to my time in service, where I had some idiot, yelling at me because I missed a step. That’s real. This isn’t.
No one’s gonna die because I messed up a spreadsheet. But it’s important to get the spreadsheet right, so let’s
get the spreadsheet right. Even if it means redoing it from scratch. Better to do it now from scratch than later
when it’s broken and you’re getting yelled at from some civilian that knows nothing of do-or-die mentality. It’s
really the attention to detail that manifests in different ways, and the experience I draw from that helps me
overcome the obstacle I’m facing.

Career Transformed by
Military

Whether they are working or not working your military experiences affect how you view life. I’m sure there’s
some people that hated their military life. There’s [sic] experiences that if I could turn back the hands of time, I
would have avoided them, or handled them in different ways. There’s [sic] people in my life that had authority
over me, and I absolutely couldn’t stand them, and I’m sure it was likewise, but I wouldn’t trade those
experiences for anything, because, again, that broken road brought me to where I am today.

Capability

I was really good at my job in the Navy. Just doing that, I felt capable. So, if I feel capable about what is
happening. So that is really helpful. It’s like, “You know what to do in this situation, no one else is doing it, you
should do it” Ok, yeah, I’m the guy, I guess I should do it. Obviously, if I’m not capable in whatever thing. I’m
not gonna take an action, because I don’t know how to stop the thing, or do whatever.

Confidence

[B]ecause of that experience, and going through rescue swimmer school, and the accession school I completed,
I know that I can achieve, no matter what, any goal I want, even if it takes me longer than I want. There’s [sic]
no bounds to what can be accomplished because of the military. I have to say that it’s because of the military.
In the military, I was a 13B, artilleryman. At work, I work in the office. Two different worlds. Two different
worlds. In my unit, if we had disputes, we settled it one-on-one. At work, if you had a dispute with somebody,
you either, don’t talk about it, or you have to get your manager or HR involved.

Conflict Management
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Code
Decision
making

Example
In my old work, oftentimes when something is happening and you’ll have a situation where people are standing, kind of
committee decisions, and things start going really fast, and something starts going wrong, and you have to start making
some decisions, I’m very good, I think, at realizing, “Oh, we need to make some decisions, even if we’re not going to get to
the end part, we need to get to the safe place in between here and the end part, so we’re gonna do this, and then we’re
gonna stop and talk about the situation.” I think in situations, and there’s been a number of times where I had to just start
making decisions, and I experienced a number of things like that in the military that I jumped in on. I don’t like to do that,
I’m not that dude, but when you see something, more specifically, like where someone could get hurt, something could go
wrong…material costs? OK, that’s a problem, you want to save that, but I think early on I learned that if people get hurt,
that’s the worst thing. So when I feel like when situations like that arise, which aren’t often, but those are the times
when…Even when it’s a little decision and people are going back and forth, we had this thing at my old job where we said,
“maximum of two decisions. Two ways to do it, and that’s it. Then, we gotta do one, and if that doesn’t work, we can try
something else.” It’s just that committee stuff, like egalitarian, let’s all work together. That’s great, it’s fine, but often times,
it’s not the most efficient way to get things done.

Dedication

The military has preached dedication so much, and the show up early mindset. A lot of veterans that I’ve worked with, when
they’ve left the military and joined the company I work at they are still 15 minutes early before they even need to be there.
To me [military service] instills discipline. I worked at [a financial services firm] for two years and one issue we had is high
management and just staying on tasks. That’s something that a lot of people had an issue with, but the veterans there didn’t
because it’s just work. You do what you’re told.
I think it’s from being in the military with so many people from so many different places that I would have never met, would
have never talked to, would have never seen. I traveled a lot, so I’ve seen all kinds of different things, how people do
different things everywhere else. People in better situations, worse situations, I think there’s a general well-roundedness or
experience with human beings, and in stressful situations, where you see what’s going on in people’s head, and how it
affects them.

Discipline

Diversity

Leadership

Number one has been leadership. I really got the fundamentals and a good basis for leadership. And now, it seems like
that’s all my job revolves around, leadership, at every level. Whether its small unit—not small unit leadership, but—small
projects, I guess. Or like a big endeavor, leadership is one of those key things. Especially when you’re speaking with
civilians. You have to know the culture, you have to understand how you approach people, and how to treat people, how to
get them to work together. So leadership is definitely one that sticks out for me.
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Code
Learning

Example
[Participant]: One of the key things is that I learn something new every day or I at least try to. It keeps me going, keeps me
active.
SV: Do you think that an orientation toward daily learning is something that comes from the military?
[Participant]: Oh yeah, because I used to work on submarines, so we had to learn the entire ship, the main components,
their back-up components, and you have to stay fresh with that. There wasn’t a day that went by that I wasn’t having to
refresh something. That just instilled that in me. I have to keep active, keep trying to learn something new.

Masculine

I think being a male veteran…there’s more…, for me, I was Infantry, so I think there’s more of an expectation. I think that I
should be able to be successful, but if something bad happens, I should be able to pick up a stick on the ground and go ‘John
Wick’ if that’s what the situation requires. That’s what I feel a male combat arms veteran should at least strive to be thought
of in the world.

Maturity

SV: Do you think that your boss/leaders expect specific things of you at work because you’re a veteran?
[Participant]: Maybe not openly. But, I would think so. I guess like, maturity. Because I am probably the youngest guy at my
job. Knowing my background, they should know that I’ve gone through the same kind of things and have the maturity to get
my job done and not goof off.

Military is
foundation

I think its fundamental. That’s the foundation. I joined the military when I was 17 years old. I had no idea what I wanted to
do in life. They chose [my career] for me. That’s what I went into the military doing, and that is my absolute passion. Ever
since then, I’ve been working on it. It took me a long time to get back into my profession after the military, but I did it and I
still am trying to achieve more.
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Code
Military Values
Mission
Orientation

Example
I think a lot of it is the principles that the Air Force taught me. They have their core values, and those are really big to me
as I work.
Yeah. And it might just be personality, but I see coworkers, men or women, who for lack of a better way to say it are
slackers. For who[m] work is, I don’t know, a place to play, a place to relax, to only do so much. I know that because of my
military experience, time is short. I have to be organized, I have to be on time, and “No” is not an option, “Can’t do” is
not an option. If my boss gives me a task and he wants it by a certain day, if I have to stay late, or whatever has to be done,
it’s gonna be done on that time. And I hear other people, in meetings or what have you, and I don’t know if I can contain
my face, sometimes. And I hear the things they say, and I’m like, good God, how can you slack off like that, or not have a
serious attitude about this job, getting things done? And I realize that is a direct relation to my military experience, to
having to get things done, to be ready, to be ready to move, to go, and achieve. Right? I see a big difference in that with
people in the civilian world. It’s a nonchalant attitude. It’s, “oh, we’ll get it.” To me, that’s unacceptable.

Motivation

For me in the military, I had small goals and I had long-term goals. For me, anything in my life, I’m gonna do it, and I’m
gonna do it 100%, and I don’t think a lot of people have that mentality. People that come out of the military, they have that
mentality. They’re gonna do it and they’re gonna do it 100%. But, as compared to people here in the real world who don’t
have that, kind of go-getter motivation, I think it makes it a kind of frustrating point of view for a veteran

Physical Fitness

Exercise, because at work, it’s not very physical, but if you can stand up all day, you’re much more valuable than someone
who needs to sit down every few minutes.
I think it relates a lot, because in the military we don’t make assumptions on anything, we have a plan. We have a Plan A,
Plan, B, Plan C, Plan D, Plan E…Plan Z. So, there’s always a back-up plan. Again, I was a non-commissioned officer, a
leader, so not a soldier on that aspect. As a leader you learn to plan ahead of the game. You learn to plan and forecast
what could happen. What are some anticipations. That, you do not see in the civilian world. I think that’s a bit of a
specialty when it comes to veterans in a leadership role that have an advantage over their civilian counterparts.

Planning
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Code
Problem-solving

Project
Management

Purposeful Anger

Reliability

Resilience (Been
through worse)

Example
I think when I was in the military, you’re confronted with a lot of things you don’t have any experience with, so you
confront them, and say, “Ok, I’m gonna start at the little bit that I know and work out from there. And this does this, and
then we can figure it out.” Also, not necessarily seeing a thing from one side only. “Oh, maybe we should look at it from
the side, take a look behind it, maybe I can get underneath it.” It’s a rounded aspect of problem solving in general, not
just physically.
But project management is the number one thing that kind of ties everything together, and it kind of flows into a lot of
volunteering within the organization that I work in. I think project management itself is more of like having that ability to
lead and the ability to dictate, break things down, and understand how things work on the logistics end and things like
that.
I would say, anger. Anger [laughs] is definitely not useful [in post-military life]. In the Marine Corps, the angrier you
were, the more locked on you looked, and the more professional you appeared. And as silly as that sounds, that’s just the
way it was in the Marines. The angriest guy was gonna get the most respect, was gonna get the sense of urgency out of
people to get the job done. That is definitely not something you want to use in the civilian world.
I think once people find out [I'm a veteran], they definitely— “Oh yeah, you show up on time.” They will rely on you, at
least in my case, I’m pretty consistent. So they’ll say, “Oh, we need somebody to be there and come in at whatever early
hour to open, can you do it?” It’s like, “Yeah, I’ll do it.”
I’m substantially better at overlooking the small inconveniences of people who may not have served in some capacity. I
don’t feel like I get as flustered or inconvenienced by things that don’t matter. So that kind of frees me up to focus more
on work. So that kind of gives me an edge. You really, the military did really give me an edge in that regard, my ability to
suffer more than my civilian counterparts has given me an advantage in the career field [laughs].

Responsibility

For example, I have my supervisor and my shift leader. Most of my supervisors and shift leaders know I’m a veteran, so
when they speak to me they tend to be a little more respectful than how they would talk to my peers, even though I’m
more new...But yeah, like when we are talking, having conversations, when they speak to me, it’s very professional, very
respectful, and when they talk to my peers it’s a little more loose, a little like, BS-ing. Like I said, I don’t know if they
think that because I’m some boy scout, or they just don’t…It might be a rapport thing, I don’t know. It’s just my
experience.
I guess I learned a lot of responsibility and I took so much from the military, from being in the military.

Code

Example

Respect
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Teamwork

The other thing it manifests through the teamwork. I think once I’m in the organization, it’s subtly noticed: this guy is a
team player, he puts the team before himself, he understands what it is to work as a team rather than and individual. It
may not be a primary focus when I joined [the organization] but it is a strong secondary consideration. Once I came in
and showed it, it definitely became a positive factor.

Technical Skills

But I think that the fact that I went to the military four days after I graduated from high school prepared me for life after
the military. I know now that I made a good choice because the branch of service I went into taught me skills that I could
apply after I got out. So I think it’s been essential. Everything really lined up nice, to where I can still use the skills I
learned in the military and apply them to my civilian career.
I was always on time, which was a really big deal at my company. Most people showed up ten minutes late every day,
and I was there about 10 minutes early every day. I stayed late, and I didn’t mind it. A lot of people, as soon as their
clock ended, they left. But, I was cool with staying later because I’m used to working longer days than 8 hours.

Time
Management

Work Ethic

I think being willing to accept extra projects. In the military, you always have one job, but they call it ‘tasking you out.’
They send you to keep doing other things. It’s almost like you don’t—for me, you can’t do combat when you’re not
overseas, so every day they’ll come up with something where they’ll need bodies to go do something. I think that’s kind
of—that mentality has carried over where [people will ask] “Can you do this too?” So you’re just willing to do extra
stuff. I think that’s the best way to say it translates.
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Within the excerpts from Table 2.4 and the code definitions in Table 2.3, many of the
participants’ sentiments align with common stereotypes or archetypes of military veterans.
Assertiveness was viewed as a positive characteristic related to experiences in the military,
particularly when in front of groups. Attention-to-Detail was described as a learned behavior and
associated frequently with the experiences of inspections and military uniform wear. Participants
identified this characteristic as one that allowed them to notice and act upon problems or flaws in
the workplace. Participants described Capability as a feeling of proficiency over knowledge or
skills in the military, which translated to their post-military lives. The skills, themselves, may not
have been transferable in their careers, but the idea of being competent in those areas provided
an overall sense that veterans were capable people. Similarly, Confidence was often described as
an observable trait and belief in one’s ability to accomplish goals or tasks. Dedication described
veterans’ commitment to work, and was expressed in relation to groups, roles, or tasks.
Discipline was described by participants as doing what needed to be done or following orders
without question, even when the task was undesirable, menial, or inequitably distributed.
Leadership, one of the most common codes across all of the interviews, is undeniably
associated with military service, and military leadership training has been touted as one of the
primary advantages of hiring veterans (SHRM Foundation, 2017). It was unsurprising, then, that
veterans viewed themselves as leaders and also viewed leadership as a core personal skill that
was acquired or enhanced by their military service. Like Leadership, the Masculine code was
easily anticipated, although I did not anticipate some participants’ willingness to be open about it
with a female interviewer. Masculinity, in this dimension, was associated with strong male
stereotypes or with being ‘alpha males’ like protection/defense of others, aggression, and
physical dominance. One female participant did address masculinity and specifically described
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her relative comfort working in male-dominated environments as an outgrowth of military
service. In the excerpt below, she seems to relate to masculinity in terms of communication,
referring to expletives or vulgar language as “field talk.” Field talk or field mouth is a
euphemism among service members for excessive swearing or vulgar language that has to be
unlearned when returning to a family environment from a field deployment or training exercise.
She said:
“Fit in? Maybe not so much fit in, but maybe feel like I don’t fit in as much. I feel like
[military service] kind of made me a little rough around the edges. In my [career] field, it
depends, sometimes it’s very female-dominated, sometimes it is male-dominated. One place I
work it’s all males. And I go to another place and I’m like, ‘Oh, there’s a lot of females here.’ I
feel like I fit in better in the male-dominated than the female-dominated because I feel like I say
things that are a little [shocked voice] ‘Oh my god.’ I think I do have that ‘field talk’ don’t hold
things back as far as cursing goes, like, ‘Oh my god, I can’t believe this guy just shit his pants!’
[imitates shocked coworker with a gasp.] [laughs]”
Maturity is a code that is perhaps less commonly associated with military service than
Discipline or Leadership, but participants viewed maturity as an outcome of their military life
experiences and a characteristic that they possessed relative to their age or life stage. The code of
Military Values, as mentioned earlier, could have subsumed first-order codes like Dedication,
Discipline, Responsibility, and Reliability. In this code, veterans described a collective ethos, a
relationship to the explicit values prescribed by their branch of service, or a moral code of
conduct relevant to their workplace that was informed by military service.
Mission Orientation was an important code in this category because it revealed a telling
vernacular among participants, many of whom described work-related tasks and responsibilities
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as “missions,” which is recognizable as military jargon. Common themes in this code were the
need to accomplish the mission and not being able to stop work until the mission was completed.
Motivation was an interesting code because participants described not only a level of
engagement or a desire for accomplishment at work, but also a dialogue about their inherent
motivation in the workplace. Physical Fitness was a code that expressed veterans’ belief in the
value of their own physical fitness acquired through military service or a belief that returning to
the level of fitness they had in the military would be valuable in their workplace.
Planning was a code that participants related to their military training and experience. In
this code, participants identified the ability to foresee consequences or alternative outcomes and
the ability to develop contingency plans as unique skills related to military experience or
training. On the other hand, Reliability was observed as an outcome of military values. In
excerpts coded as Reliability, participants described coworkers’ and supervisors’ trust in their
willingness and ability to perform consistently, often in relation to timeliness or work quality.
Respect was a unique code because participants described both giving and receiving respect as a
part of their identity. Specifically, the use of titles like “Ma’am” or “Sir” by veterans for
supervisors or business partners was described as an often-misinterpreted behavior. Veterans
described using these titles in the workplace as a sign of respect and continued to use them, even
though they felt that they were negatively regarded by supervisors and coworkers. On the other
hand, veterans had a sense that they were given more respect than non-veteran coworkers,
particularly by supervisors, as described in the sample excerpt in Table 2.4. Responsibility was a
code rooted in veterans’ descriptions of their desire to have ownership of tasks, plans, or projects
and also in their belief that they were inherently responsible to themselves and others for their
workplace outcomes.
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Time Management was a code that was associated with both timeliness (e.g., being “on
time” for work or engagements) and time management or the effective use of working time. The
relationship of veterans to time as described in these interviews was complex. Some participants
acknowledged that military culture was not respectful of individuals’ working time and
appreciated the boundaries or compensation requirements like overtime that prevail in their postmilitary roles. Others recognized differences in between veteran and non-veterans’ relationships
with working time and timeliness and chose to maintain personal standards for time and
timeliness that aligned more closely with their military service.
Work Ethic was the code which appeared in the highest proportion of interviews, 85%,
and the participants who had responses coded as Work Ethic unanimously described that they
had or demonstrated a greater work ethic than their non-veteran coworkers. Furthermore, they
attributed this work ethic to or suggested it was strengthened by military service, even when they
acknowledged work ethic as a family value that was instilled prior to military service. While not
surprising that individuals who volunteer for military service would perceive themselves as
having an excellent work ethic, the almost-universal belief by veterans that they were among the
hardest working people in their workplace was striking.
Despite the considerable number of codes that were aligned with common stereotypes of
veterans, there were some characteristics described by participants and coded in this dimension
that were unexpected. Anyone who has observed the trope of a screaming drill instructor in
popular media can identify expressions of anger as a part of military experience, but it was still
somewhat surprising that participants identified Purposeful Anger as a military-related behavior
or attitude in post-military life. In this code, participants described anger as a behavior/trait that
had to be suppressed or unlearned in the post-military workplace. Some excerpts coded as
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Purposeful Anger also referred to physical violence or physically aggressive behavior as
acceptable or normal in the military during the participant’s time in service, but unacceptable in
their post-military working life.
Although the perceived challenges of military service members are hardly surprising, the
code, Resilience (Been Through Worse), describes veterans’ ability to view adversity at work
through the lens of the adversity they experienced in military service. As the participant noted in
the sample excerpt, his ability to “suffer more than [his] civilian counterparts,” has been a source
of workplace advantage. Within this code, excerpts did not just focus on the resilience of
veterans to endure adversity, but also on the idea that compared with mental, physical, or
emotional experiences from military service, post-military working life was relatively easy and
comfortable.
Being able to endure unpleasant circumstances at work is paralleled by the first-order
code, Accommodating. This code describes veterans’ willingness to accommodate the needs of
the workplace when they are difficult, unpleasant, or undesirable. Interestingly, participants
strongly identified complaining at work, the opposite of accommodating, as a stark behavioral
difference between veterans and their non-veteran coworkers. In fact, it was difficult to
determine if this code should be categorized in the Individual Capital or Social dimension
because the participants’ descriptions of complaining by non-veteran coworkers and
Accommodating by veterans bordered on a social categorization. Ultimately, I determined that a
behavioral expression of resilience, Accommodation, was more aligned with the Individual
Capital dimension, although some veterans viewed themselves as people who did not complain
and consistently expressed disdain for the complaints of their non-veteran coworkers.
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The code of Diversity was also unexpected. Excerpts from this code showed that veterans
viewed themselves as both more familiar with and more adept at working with diverse others.
The conceptualization of diversity in these excerpts suggested that veterans were comfortable
with demographic diversity including race, religion, or nationality as well as deeper-level
diversity signified by phrases like “people from all walks of life,” or descriptions of interactions
with higher- and lower-ranking service members and post-military coworkers. Although
proponents of veteran hiring have described the inherent demographic diversity of military
veterans as an advantage to veteran recruitment because of the strong representation of minority
groups among military volunteers (SHRM Foundation, 2017), veterans’ comfort and facility with
diverse coworkers has not been studied or widely considered. Therefore, it is important to note
that veterans’ perceptions of their aptitude for engaging with diverse coworkers may or may not
reflect their actual cross-cultural or interpersonal competencies.
Like Diversity, Acceptance of Fear was a code that was unexpected. Although fear hardly
seems like a form of human capital, excerpts in this code described veterans’ experiences of fear
in the military workplace as a motivation for performance. They contrasted Fear as a motivator
with the relative safety of the post-military workplace as a source of comfort. In excerpts from
this code, veterans described differences in the reactions to and consequences for mistakes,
including the potential outcomes of mistakes in the military versus the post-military workplace.
The military’s commitment to members’ training and development is well-known
(SHRM Foundation, 2017) but the fact that individuals’ military experiences would lead them to
attribute a learning orientation in their post-military working life to their military service was not
expected. In the Learning code, individuals described how the need to learn during military
service prompted learning behaviors in their post-military working lives.
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The first order codes of Military is Foundation and Career Transformed by Military may
initially seem redundant. In the code of Military is Foundation, veterans described that military
values, behaviors, and experiences formed the basis of their beliefs and expectations about work
and described their military experience as formative in terms of their careers. In contrast,
excerpts coded as Career Transformed by Military described how veterans believed that their
career path was created, facilitated, or altered by their military service. Excerpts in these codes
were particularly noteworthy because the participants discussing these issues frequently had a
brief time in service, a long interval since their separation from military service, or both. It was
unexpected that participants would attribute current career outcomes to their military service
long after (sometimes decades beyond) their transitions.
The remaining codes in the Individual Capital dimension were almost purely related to
skills acquired in military service as described by the participants. In large part, these were
neither expected nor unexpected based upon stereotypes of military service, but instead, they
were related to individuals’ work-related skills developed within their branches of service and
military occupations. In this group, veterans attributed specific work-related skills to military
training and experience and perceived that those skills were unique and/or valuable in the postmilitary workplace.
Administrative Skill is a code that speaks to veterans’ comfort with bureaucracy and
habits that were enforced or ingrained by military service. Documentation was a recurring theme
in this category, and the participants viewed notetaking as a skill acquired or enhanced by
military service that allowed them to capture and retain information about their roles and
responsibilities. The skill of Conflict Management, on the other hand, was something that
veterans considered a major difference between military service and post-military working life.
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They recognized confrontation and interpersonal conflict as more acceptable interactions in
military service and described a greater level of comfort with interpersonal differences in the
post-military workplace than non-veteran coworkers. In this code, veterans also expressed an
ambivalence toward appearing too aggressive in workplace conflict and felt the need to attend to
appropriate non-veterans’ workplace norms when conflicts arose.
Decision Making and being decisive in complex situations was a skill that veterans
related with military experiences that were urgent, dangerous, or both. Based on military
experience, participants expressed confidence in their ability to make good choices in ambiguous
or poorly defined circumstances. Similarly, veterans viewed themselves as creative problemsolvers and willing to think “outside the box” or, as the excerpt in Table 2.4 for Problem Solving
describes, explore problems from multiple angles. This code does depart from common
stereotypes of veterans as rigid or inflexible (U.S. Chamber of Commerce, 2016). To an extent,
though, the creativity to solve a problem would still be compatible with rigidity in Mission
Orientation or Time Management, so this code does reflect a more refined view of stereotypical
veteran workplace behaviors.
Like Problem Solving, Project Management was a code that highlighted veterans’
perceptions of their ability to conduct and oversee complex and multi-step processes. In this
code, veterans described being able to independently see a multi-step goal through to completion
individually and in groups. Group-related behaviors were also described as a part of veteran
identity in the code Teamwork. Veterans viewed themselves as understanding and facilitating
team cohesiveness and accomplishments and related that to their experiences of groups and
teams in military service.

56

Finally, Technical Skills were something that some veterans strongly claimed as part of
their workplace identity. Understandably, veterans who worked in roles that required similar
technical skills to their military occupations described stronger identification with those skills
than those who pursued post-military careers unrelated to their military occupations.
Social Dimension
The Social Dimension, defined as: the part of VWI that describes how veterans define
themselves in relation to the social category of military veteran in the organizational context,
had the fewest number of codes. Although this category contained just 9 codes, they appeared in
a relatively larger proportion of interviews, on average, than codes in the Individual Capital
dimension (see Table 2.3). These codes described how veterans see themselves in relation to
non-veterans, as well as how they categorize the veteran in-group versus the non-veteran outgroup in the workplace. Overall, codes in this category suggest that veterans view themselves as
a high-status social group in the work environment, and, with some exceptions, perceive that
non-veterans respect, but may not understand, veterans at work. Table 2.5 shows sample excerpts
from the Social Dimension.
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Table 2.5: Sample Excerpts from Social Dimension
Code
Age
Centrality

Example
It’s actually the opposite. I feel like an imposter sometimes. There’s a huge age difference between me and my coworkers, so I
feel like I don’t belong.
There’s probably not a day that goes by, and again, I had a short career, I had four years in the military. But there’s not a day
that goes by that I don’t think about some aspect of what I did, what I accomplished, and how it impacts me today.

Characteristics [A] lot of the coworkers I have—we all come from different branches. I happen to be the only one that came from Air Force,
of Service
but a majority have been Marines. The biggest disconnect I see is like being able to connect with the Marine guys, or
sometimes the Army guys, but sometimes they’re easier to get[along] with. So sometimes when [our supervisor is] trying to
tell us to do something he may go through someone else to be able to translate to [a veteran employee].
Disability

I have worked where they think, unfortunately, that you’ll get upset quicker [because you're a veteran]. Or, because of the
stigma around PTSD, they think you can’t handle stuff. I have seen that before, but not where I currently work.
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Code
Non-veterans
don't
understand
veterans

Example
I feel like sometimes I am quickly dismissed or disregarded because of my pursuit for excellence that brings out the attention
to detail, that brings out the establishing a process, that brings out the creation of the chain of command. I think I overwhelm
certain creative thinkers. That when they come up with a pie-in-the sky idea, I’m like, “Ok, let’s get to the pie in the sky. What
kind of ladder? How long will it be up in the sky? What size is the pie? What are we going to do with the pie? Is the pie for us
or is the pie for others? We can get to the pie, we can get to the sky, but what are we gonna do when we get there? How are
we gonna bring it down? Does it need to be in one piece? Or do we need to break it up into little pieces?” That for me, is an
action plan. That’s planning a mission. That’s figuring out personally, how we are gonna grab a group of people, with certain
equipment, go out 20 miles to pick up a bulldozer that got raided [in combat], but we gotta plan every step out so that we can
get there safely, dig it out, bring it home, and get it back. So when they come with pie-in-the sky, I’m all for it! Pie in the sky?
That sounds great! I bet the pie is delicious, I hope I get a slice of that pie. But let’s be clear, how are we gonna get to the pie?
“Oh, we will figure it out!” No. No. No. Let’s figure it out now, let’s get it down, so that if there’s a challenge in the way, we
can have a back-up plan to overcome it. I think I do that. And think people shy away from me or ignore me, and I’ve been
hypersensitive lately. The moment I see people throw something out there, I see people rolling their eyes or taking a deep
breath. Forgive me, but I’m like, “What the fuck?” If we’re going to do something, how do you think it’s going to get done?
Why is it ok not to have a plan? How does that make sense? How are we gonna accomplish any goals if we don’t have a plan.
Start. Finish. Milestones. Measure success. Measure progress. Back up plans. Keep it flexible in case we need to deviate. How
does this not make sense? I’m losing my mind here. I feel like it’s the discipline, right? There needs to be a sequence of
activities. There’s order in chaos, there needs to be a pattern in chaos. Let’s plan around them, and I feel like because I’m
aware of this issue, I’m working on adjusting my action-planning-ness. I’m trying to downplay my enthusiasm, against my
DNA, and let the civilians start formulating something. Otherwise, I’ll be exiled from the project, I’ll be eliminated, I won’t be
considered part of it, it will get going, and I’ll be asked to step in midway and towards the end when the work is ten times
harder because it wasn’t planned out. There’s no detail, there’s no backup plan. So I’ve got to lose my mind later in the
project rather than lose my mind now.
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Code
Sharing
veteran status

Example
SV: How do you decide whether to share your veteran status or when to share that information?
[Participant]: It’s been a lot of trial and error. I have definitely over-shared, and I’ve definitely withheld. Coming out of the
military I was definitely an over-sharer, it was like, “This is what happened to me, look at me, look at me.” It was not for the
attention, it was to help others. My time in the military, I struggled with a few things that happened, and also some injuries,
and I didn’t make the best decisions, and it landed me in rehab for 30 days. Coming out of all that stuff, I felt enlightened, and
like I needed to help others. Coming out of the military I transitioned. I still seek to help others. I started helping others in
mental health, specifically working in a team with therapists and other peers, and I would start telling them, “This is what
happened to me,” and it didn’t matter who it was, I felt like I needed to tell them. What came out of that was, sometimes, I’d
get the wrong reaction. Sometimes I’d get stigmatized, even with therapists, or I would get blacklisted, like, “Oh, I don’t want
to talk to that guy because of this or that, or the way he thinks.” So, what I’ve done so far now. First, I present myself as just
me, not as a veteran, just me. And then I take it from there. Whether people want to get to know me personally, eventually they
will ask me, “Hey, what do you think about this?” and I will share from my experience. But if they do not ask me, and they do
not want to get to know me, then I won’t share anything, because that’s kind of the hint that they don’t want to know my
personal life, so I won’t share it with them.

Status of
Veterans

The job that I started working at [a fast food restaurant] about two months ago, I met the general manager and he asked me
what I did. And I gave him some details, I said, I did four years in the Navy, I speak Spanish, I’m going to school. And, I could
tell he looked at me differently than how he would look at someone else who was my age, “Oh, here’s someone who’s going to
school, here’s someone who’s a veteran,” and he told me, he said, “Man, I’m really excited to see where you can go with this
company, maybe some opportunities will come up for you.” And I think of that, and I think of what would that be like if I
wasn’t a veteran or if I didn’t have any kind of distinguishment to my name? Would he have talked to me differently?

Types of
Veterans

I do view most [veterans] as self-entitled, and it’s primarily within a certain demographic, lower enlisted, who have this sense
of entitlement, this air of mock confidence. And when these guys become veterans, they become that person, so much that
that’s who they are in the workforce as well.

Veteran
Language

Like we still talk, even though it has been years, but once I connect with another military person, we always start talking lingo
that we understand, like “We have the same mission, we’re trying to accomplish the same thing." The goal is the same.
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Age, the first code in the Social dimension, is uniquely related to the veterans’ group
identification. In some instances, participants perceived themselves as much older than peers
because of their years of military service. In other instances, veterans viewed themselves as
precocious, or as having more responsibility in the workplace than similarly aged non-veterans.
In both circumstances, veterans described a mismatch in chronological age and/or life stage with
non-veteran coworkers that underscored their self-categorizations as veterans. Centrality as a
theme among participants seemed to refer to the frequency of their reflection on or recollection
of veteran experiences within the context of their workplace. The sample excerpt for Centrality
in Table 2.5 shows a veteran who considers their military experience to be highly central to their
daily life, though other excerpts in this code described military experience in a less-central role.
Characteristics of Military Service were used by participants to further refine social
groupings of veterans at work, and the excerpt from Table 2.5 for this code describes a
circumstance where differences in branch of service among veterans created distinct sub-groups
of veterans in the work environment. Disability on the other hand, and often Post-Traumatic
Stress, in particular, was a social categorization that veterans felt was imposed upon them by
non-veteran coworkers. In the excerpts coded as Disability, some veterans were sensitive to
perceptions of disability that influenced social interaction, such as the notion that individuals
with Post Traumatic Stress were inherently dangerous or overly sensitive in the workplace. Other
veterans described that relating their disability to military service allowed for favorable social
categorizations from coworkers because their disabilities arose from a socially acceptable cause.
The code of Non-Veterans Don’t Understand Veterans addresses the perception by
veterans that their military-related work experience, behavior, and skills are not positively
regarded or appreciated by coworkers. The apparent frustration shown in the sample excerpt in
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Table 2.5 is emblematic of the feelings that many veterans expressed about how their abilities,
goals, and work processes were (mis)perceived by non-veteran coworkers. This code is
particularly interesting given the high regard for veterans in the workplace that was described in
the code Status of Veterans from this dimension. For the most part, participants perceived deep
appreciation and respect for their service from non-veterans which resulted in a privileged social
status, yet many of the same participants also felt that non-veterans could not truly comprehend
their experiences and failed to understand and value their workplace contributions that were
related to military experience.
Sharing Veteran Status was a code that had a number of distinct response types from
participants. Some participants shared their veteran status with coworkers widely and
intentionally. Another group of veterans generally withheld their military experience from
coworkers, and a few of these even referred to their veteran status as a “hidden superpower” or a
secret identity that they kept for themselves. Others shared their status with some coworkers and
not others based upon interpersonal comfort, describing a vetting process for coworkers that
ascertained whether they could be trusted with the disclosure of veteran status. The excerpt for
this code from Table 2.5 described an individual’s experiences related to sharing veteran status
and their observations of different approaches to disclosing military experience. Many
participants who described sharing and withholding veteran status acknowledged that they
willingly and purposefully disclosed military experience during the hiring process with managers
or Human Resources staff to obtain formal or informal preference among job candidates.
The final category in this dimension, Types of Veterans, demonstrated that categories of
veterans can occur in the workplace which group working veterans into sub-types based on
beliefs, behaviors, or characteristics of service. It was interesting that some veterans did not want
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to be associated with veterans from certain sub-types, particularly those who they labeled as
seeming “entitled” to recognition for their service or those who they believed were “attentionseeking” related to their military service.
Structural Dimension
Codes in the Structural dimension, defined as: the part of VWI that describes how
veterans’ interactions with organizations and structures (e.g., policies and practices) influence
identities in the workplace, show the unique perceptions that veterans have about their
relationships with organizations and their interactions with organizational structures. In the
structural dimension, we see veterans’ identity arise from their interaction with those structures,
including the roles and expectations of veterans that those structures create. Excerpts from the 13
codes in this dimension describe how veterans navigate bureaucratic and social structures in the
workplace and highlight veterans’ use of military institutional experiences as a reference point
for their understanding of post-military organizations. Table 2.6 shows sample excerpts from
each code in this dimension.
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Table 2.6: Sample Excerpts from Structural Dimension
Code
Advancement

Definition
I can almost say that that mindset [of pushing to get promoted] is not as useful because I have lost my ability to be patient.
So at a certain point, you can move up in the military. You know what it takes to get to the next spot. In the civilian world,
you can do everything right, but they’ll still hire someone above you, or there’ll be someone from outside the organization
that will take—for me, it’s the director role—the last two times they’ve hired someone from outside the organization, I
don’t even know who they are. So, military, you’re not going to see that. Well, there might be changes of command where
someone comes in, but a lot more times than not, for enlisted people, you know who’s moving up in your organization.

Choice

The way I viewed it was that I had to become good at that job [in the military] because I’m not going to be able to change
it. Civilian world, you can just change your career. If you don’t like selling socks, you can just switch to selling metal,
right? Or it’s as simple as: you’re a salesperson and you just change organizations. They look for, “do you have selling
experience?” That’s just not a thing in the military. You signed up for a job and you’re in there for years before you’re
eligible to switch.

Expectations of
Veterans

There’s been times where I’ve slacked off work, or I wasn’t motivated or I wasn’t paying attention, and then they’ll tell me,
“Weren’t you in the Navy? Can’t you do this? Can’t you do that?” It’s frustrating, when you lose motivation and you’re
held to that standard it kind of bugs you and it makes you think, “Yeah, I was in the military, but don’t hold me to that
degree right now,” it could have been over something personal that I wasn’t motivated, but if people find out that you’re a
veteran, people do hold you to that standard. They expect that standard to be met, and I think the more they know you and
the more they work with you the more they are gonna hold you to that standard, just cause they know the military is a
professional job that, you know they train you and you learn a lot.
The most recent thing I can tell you is, Women’s Veterans’ Day was a thing about 3 years ago. It was new. And, as soon as
I heard it was coming, I was like, “Hell, yeah! Let’s go talk to Starbucks, let’s go talk to McDonalds, anyone who would be
willing to say, ‘free meals for female veterans.’” And it was hard. I had no support. And maybe it was because it was a
female thing, or everyone was busy, or it was last minute. Who knows? But I can tell you that if it was like any other event,
and they were like, “Hey, Veterans’ Day Part Two, coming in July,” I would tell you that there would be a lot of people on
board saying, yeah, let’s do it. Slowly I started getting support through the community and in the clinic. Recently this last
Women’s veteran day we were able to get the city on board, we had a senator come on board and do a proclamation. It
was awesome. And the ladies came out in force. And they had flowers. They handed them out to any woman that was a
veteran. And I looked around and saw about three [female veterans], because of their [veteran] hats. At the end of the
event, 90% of the women that were there had a flower. And I was blown away, because being a male, assuming, “Oh,
there’s no way she’s a veteran.” But they’re everywhere!

Female veterans
are invisible

Code

Definition

64

Goals

Institutional
Stability

What I found kind of weird, because, in the Air Force we had yearly evaluations, so we had a standard to meet every time,
and now I don’t have a standard. I don’t have a set goal that my supervisor has set for me. So now, I don’t know where in
this imaginary gauge I’m supposed to stay at.
The fact that I’m not financially stable at the moment, but when I was in the military I never had to worry about the
financial aspect. I never had to worry about having a roof over my head or my next meal, anything like that. I think it is the
stability. That’s how I view it different cause I always thought getting out of the military and transitioning into a job was
gonna be great. It was gonna be a great transition, but ultimately in the end its not all its [cracked] up to be.

Meaning of Work

Yeah. I think that one of the hardest things is purpose. [My post-military job is] not as fulfilling as the military was.
Leading soldiers is way different than working a 9 to 5, trying to make money. Not that working to support your family
isn’t purpose, but it doesn’t provide the same fulfillment. To me, this job is transitionary.

Organizational
Communication

I [think] that there is a level of expected conversation that you have with someone before you get into your business talk. I
think that they’re trying to create a [sic] camaraderie through this casual conversation, friendly conversation, and a lot of
the times, I kinda have to force myself to make small talk before I go, “Hey, this is what I need done.” And that’s not for
my own sake. I understand that I’m the one who has to change my habits, right? ‘Cause I’m coming into their workforce.
So, sometimes I have to blunt that initial response of “this is what I need, this is how I need it, this is when I need it,” and I
have to kind of go “Hey, how you doing? By the way…If you can…If you have the time…” And it’s not like it’s pulling
teeth, but it’s quite the change.

Policies/Procedures I would say that the [military] experience means I came in used to rules and regulations. So, I am always trying to follow
policies. It gets ingrained in you, or institutionalized. I don’t know how many days you have to serve in the military, but I
feel like after basic training you’re already, that’s how you’ve been shaped. The longer you’ve been in, the harder it is to
break that habit, like you’re expecting policies for everything. I believe that’s been one that shaped me.
Relationship with
Leaders

SV: Do you think that your boss/leaders expect specific things of you at work because you’re a veteran?
[Participant]: Yeah. They expect me to lead when they’re not here. The conversation that I had with my boss was like, I
said, “I’m gonna call you out when I see you’re not leading like you’re supposed to.” And he was like, “Ok.” I think the
biggest thing they expect of me is to keep them honest.
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Code
Separation of
personal and
professional life

Stereotypes of
veterans

Transition

Veteran Preference
in Hiring

Definition
I don’t know how to put it in words, but I will try to describe it the best I can. In the military when I had the job, I just did
the job. I didn’t question the job, I just thought only [about] my job. And I kept a separate life and work lifestyle where
everything that was personal to me, I kept separate from the job, and it was always like that. Now, the problem I’m having
is that I try to keep the job just the job, but it seems like not only my supervisor, but the clients that come in, they try to
bring more personal stuff and I choose not to. I don’t know if its cause I want to stay as professional as I can, but its like I
have been told that sometimes I’m a robot and don’t connect with people that I’m speaking with a lot. I’ve never been able
to find a really good grey area.
The positive has been that people wanna hear what I have to say when it comes to veteran issues, or they want to know my
struggles because my struggles [as a veteran] are just that little extra harder than anyone else’s struggles because I had to
overcome some things. So they listen, and some of them look up to me or they look to me for guidance. So that’s how they
change in a positive way. In a negative way, it’s just assumptions of what I’ve done, or why I joined, or my political views
or random things like that. It’s nothing too harsh or life-changing on my end. Most of the time it’s just a
miscommunication or a misunderstanding, and I’m willing to have a conversation with that person, whether they want to
have it with me or not is a different story, but I really try not to take things personal, even if it is against me. Because, you
know, like I said, everyone has their story.
[Working] did change my view of my time in the Air Force. I think it’s mostly because of the environment that I’m working
in at the vet center. It’s mostly for counseling for veterans with PTSD so, getting interactions with other veterans and
seeing how they’re doing, and also just seeing the transition I went through and also that they went through. I don’t think
that my military experience prepared me for it at all. It was definitely a huge change and a huge experience in my life to be
able to talk to people outside of a military-type of environment, and seeing all the other veterans go through the same thing
with me, it definitely changed my perspective as far as—because my initial thought was that the Air Force was one of the
branches that better-prepares you for the life outside and I got outside, and I feel just as unprepared as everyone else. So,
it definitely changed my viewpoint of just the changes in culture between military and non-military.
I think that there is a misperception that because you are a veteran it is going to be easy for you to get a civilian job. And I
think it’s the total opposite. I really struggled. I had to work in call centers for many years. I had to start from the bottom
and get in. A lot of my coworkers, “because you went through the military it was easy for you to get this job.” No! It
wasn’t! I applied for this job 3 times and got it on the third try by sheer luck. It wasn’t something that because you’re a
veteran you’re going to get hired. It might sound—they might advertise it that way, but that’s not that way.
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Of the three dimensions, Structural is the most difficult to define in relative to the
obvious differences between the themes of the Individual Capital and Social dimensions. These
codes explain how veterans identify themselves in relation to organizational policies, practices,
norms, and behaviors. Within the Structural Dimension, the code of Advancement describes
veterans’ identification with promotion and career advancement opportunities in their current
role relative to their military experience. Excerpts from this code described veterans’ uncertainty
regarding how to advance in their organization, dissatisfaction with the pace of advancement in
the post-military workplace, and/or desire to access opportunities for advancement. Participants
described this facet of post-military working life as relatively less transparent than promotion in
military service, but clearly connected their work identity to their ability to achieve higher level
positions.
In the code of Choice, veterans described the relative freedom to make career choices as a
valued feature of post-military organizations which allowed them a greater degree of autonomy
in their working life than they had in the military. Here, they identified the freedom to choose
organization, role, and even whether to work at all as an important part of their post-military
working identity.
Seventy percent of the participants in this study identified Organizational Communication
as an area where they were acutely aware of their veteran identity. Veterans cited communication
norms in their post-military organizations as something that required conscious effort to learn
and practice. They described that engaging in interpersonal banter or “chit-chat,” was necessary
before addressing work-related topics with coworkers, and contrasted this with more direct forms
of communication that were used in military workplace interactions. They also noticed that
communication in their post-military organizations was based upon asking or being asked
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questions (e.g., “Could you possibly do this?”) rather than issuing or being issued orders or
directives (e.g., “Do this today.”). Within this code, participants expressed discomfort with being
unable to use the more direct/directive communication styles from military service with
coworkers and leaders.
In the code Expectations of Veterans, participants noted that leaders, coworkers, and even
the veterans themselves expected greater quantity and quality of work from veterans than nonveteran workers. Some participants, like the veteran in the sample excerpt, chafed at the higher
standards, while many others considered these expectations (and their performance of them) to
be a valued part of their identities at work and a source of personal pride.
Female Veterans Are Invisible was the only code which emerged from the intersectional
questions regarding race and gender in relation to veteran status. Both male and female
participants identified circumstances where female veterans were either not acknowledged or
were stereotyped by non-veterans as “lesser” veterans than males in the workplace because they
were assumed to have served in medical or administrative, rather than combat, roles. This code
was sorted into the Structural category because it is related to the way that female veterans are
recognized and acknowledged by their organizations, and it is a unique sub-type of the Structural
code Stereotypes of Veterans, where external norms about the roles veteran status are imposed
upon veterans in the workplace context. As the sample excerpt from this code shows, even a
male veteran working in a veteran-serving non-profit organization literally did not recognize the
majority of female veterans at a women’s veteran event until they were given a symbol to
identify them (in this case, a flower).
Goals was a code that could have arguably been classified under the Individual Capital
dimension as a work-related skill, but, as the sample excerpt in Table 2.5 shows, for many
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veterans, organizational goal setting (or lack thereof) was a critical interaction with the
organizational structure that defined who they were in the organization and what they were
meant to accomplish. Many excerpts in this code, like the example, showed strain created when
organizational structures failed to guide individual goal setting or to assign goals to veteran
employees.
The code of Institutional Stability described how veterans contrasted the tenuous nature
of an employment-at-will relationship with the security of their military contracts. This code is
an interesting counterpart to the code of Choice, describing a stressor that accompanies the
freedom to make choices about work.
The code, Meaning of Work contained excerpts where participants described the
importance of work to their self-concept. Many veterans described themselves as finding a
greater purpose in their work than those coworkers who “just punched the time clock.” Others,
like the veteran in the sample excerpt, struggled to find purpose or meaning in their post-military
working roles. For many of the participants, it was important to their self-concept that work was
“more than just a paycheck.”
In the code, Policies and Procedures, veterans described not just knowing and following
organizational policies and procedures as important to who they are at work, but also
contributing to the creation and revision of policies and procedures. Participants described
adherence to and improving policies at work as establishing clear organizational rules and
boundaries and noted that policies and procedures they created directly established
organizational structures, sometimes referred to by participants using the military jargon “chains
of command” for tasks or projects. In excerpts from this code, participants engaged directly with
their organizational structures and took pride in those contributions.
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Relationships with Leaders is another code where veterans felt particularly engaged with
the leadership structures of their organization. The veterans described roles in relation to their
leaders that ranged from reliable contributor to critic to sounding board. It was unclear from
these excerpts whether veterans viewed these relationships as an exchange (i.e., Leader-Member
Exchange, LMX) where veterans received identifiable benefits from the roles that they occupied.
However, veterans did identify these roles as something unique and distinct from the roles of
coworkers and related to their military backgrounds.
Separation of Personal and Professional Life is a code where veterans found the postmilitary work structure to be intrusive and uncomfortable. Despite veterans’ descriptions of work
as deeply personal in the code Meaning of Work, excerpts in this code described situations where
veterans were hesitant to engage in interpersonal relationships with coworkers and leaders,
preferring considerable boundaries between their personal and professional lives. This code often
went hand-in-hand with the code Stereotypes of Veterans. In this code, norms about what it
means to be a veteran in the workplace context are imposed on veterans by coworkers and
leaders. In these excerpts, veterans described perceived stereotypes of veterans used by
coworkers as inaccurate and damaging.
In the code Transition, veterans described their process of adapting to post-military
organizational norms and structures and identified themselves in a state of continual adaptation
to or learning about post-military organizational life. Like the excerpt in Table 2.6 describes,
participants were often surprised by the difficulty of adapting to post-military working life. The
final code, Veterans Preference in Hiring captured veterans’ beliefs that there are explicit and
implicit preferences for hiring military veterans, and that organizations should want to attract
military veterans. Within this code, though, as shown in the sample excerpt, participants were
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careful to note that this preference was not a guarantee of employment, nor a guarantee of the
veteran’s preferred job. Overwhelmingly, veterans who discussed their interactions with the
hiring process believed that their military service was an asset to their job search. This, in turn,
seemed to relate to their individual identity by signifying that they were of higher value to their
organization than a non-veteran candidate.
DISCUSSION
Research Question 1 asked, what are the dimensions of veteran identity in an
organizational context (Veteran Workplace Identity, VWI)? From the results of the qualitative
study described above, I found three dimensions to VWI: Individual Capital, Social, and
Structural, and provided examples of first-order codes in each of these dimensions. With these
dimensions in mind, it is important to compare this conceptualization with existing definitions of
veteran identity. Harada and colleagues (2002) defined Veteran Identity as, “[V]eterans' selfconcept that derives from his/ her military experience within a sociohistorical context” (p. I-118),
and defines three subdimensions of identity, Military Status, Military Experience, and
Perceptions of Veteran Experience. It is important to recall that this definition was qualitatively
derived to study intersectional preferences (race and veteran status) for use of VA healthcare
facilities. So, these dimensions encompass the veterans’ Military Status as their characteristics of
service, their Military Experience as their intersectional experiences of minority race while
actively serving in the military, and their Perceptions of Veteran Experience as their perceptions
of experiences as a military veteran. The dimensions of the Harada, et al. (2002) definition are
compatible with the dimensions of VWI that I identified. Specifically, I found that veterans’
service characteristics were part of the Social Identity dimension, and their military and
perceived veteran experiences were accounted for across numerous codes in all three
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dimensions. The definition of VWI I derived does add considerably to the Harada definition by
explaining how the Individual Capital, Social, and Structural dimensions of veteran identity that
I identified are related to the workplace context.
In the Warrior Identity Scale (WIS) Lancaster and colleagues (2018) describe seven
dimensions of veteran identity: Identity exploration, Identity commitment, Public regard for
military, Private regard for military, Centrality of military identity, Viewing members of military
as a family, and Connection with other military members. Nothing in my study contradicts these
dimensions, and a number of codes in the Structural and Social Dimensions could align with the
dimensions proposed by Lancaster et al. (2018). While I did not find any first-order codes that
aligned with Lancaster’s dimension of “Viewing members of military as a family,” my emphasis
on the workplace context likely limited the scope of participants’ discussions to workplace
interactions where pseudo-familial relationships may not be relevant. The results of my study can
be differentiated from the WIS because of the Individual Capital dimension. This dimension, in
particular, speaks to the portion of veteran identity that is related to the knowledge, behavior,
skills, and attitudes strengthened or acquired by military service which were found to be an
important source of identity for veterans in the workplace. Again, the organizational context of
this study likely prompted veterans’ descriptions of themselves in the workplace along the lines
of their human capital as well as their social categorizations.
Given the distinct differences between VWI and prior conceptualizations of veteran
identity, it is important to consider how these dimensions relate to theoretical definitions of
identity. Research Question 2 asks, a) Which theoretical perspective of identity (identity theory,
social identity approach, or work-related identity) has the most explanatory potential to define
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VWI? b) In what ways (if any) does VWI relate to other identities (e.g., social identity, role
identity, occupational identity)?
In response to Research Question 2a., I considered each theoretical perspective of
identity, (identity theory, social identity approach, and work-related identity) and found that each
theory has some potential to explain the dimensions of VWI. Most obviously, social identity
perspective is strongly related to the Social dimension of VWI. Codes in this category describe
not only the identification of veterans with the social group as described in social identity theory
(Ashforth & Mael, 1989), but perhaps more interestingly, how veterans categorize behaviors in
the workplace context into veteran in-group and non-veteran out-group norms (Hogg & Terry,
2000) via Social Categorization Theory. Within this dimension, social identity approach helps us
to understand how and why veterans would place a high value on their identification with the
veteran social group, even decades after their military transition. Because veterans are a
relatively small minority in the workforce with high social status, their group is both distinctive
and prestigious, key requirements for social identification under this theory (Ashforth & Mael,
1989). Given the distinct skills and behaviors that veterans associate with military experience,
their status as a veteran may also be salient in the workplace when and if non-veterans fail to
adhere to veterans’ social norms. Beyond the Social dimension, however, the social identity
approach does little to enhance our theoretical understanding of the Individual Capital and
Structural dimensions of VWI.
Identity theory suggests that the roles assigned by societal structures and the salience of
those roles may predict behavior and role choice (Stryker, 1980, Stryker & Burke, 2001). This
theory may be used to explain the Structural dimension of VWI, where veterans interact with
organizational structures and balance workplace roles (e.g., employee, teammate, manager,
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mentor, veteran, etc.) based upon the role’s salience. Organizational structures and behavioral
norms that conflict with veterans’ military experiences may increase the salience of veteran
status and cause the veteran to prioritize the veteran role over other working roles. Identity
theory, however, does little to explain the Individual Capital dimension and the categorizations
that occur in the Social dimension.
The final theoretical lens that I considered, work-related identity, offers insight into every
dimension of VWI. Work-related identity has been defined as an individual’s identification with
an occupation, organization, task, or work-related activities (Kirpal, 2004; Witt, Patti, & Farmer,
2002), or as a multi-dimensional, composite, work-related self-concept (DeBraine & Roodt,
2011; Walsh & Gordon, 2008). These definitions of work-related identity not only encompass
the Social and Structural dimensions of VWI, but also acknowledge the tasks and work-related
activities from the Individual Capital dimension. Inherent in work-related identity is the concept
that multiple work-related identities exist within a single individual, such as an identity related to
an organization (i.e., Google employee), an identity related to an occupation (i.e., software
developer), and an identity related to a specific role (i.e., development team lead). Because of
expectation for multiple work-related identities to exist, this theoretical approach helps explain
why veterans’ identities in the workplace may persist long after military separation, and why
conflicts among work-related identities, including veteran identity, can occur.
Kirpal’s (2004a) qualitative study of work-related identity in nurses found three
dimensions of identity (Social, Structural, and Individual Psychological) which aligned
seamlessly with the dimensions of VWI found in my qualitative study. In response to Research
Question 2b., I find that VWI is a unique work-related identity which may interact with other,
relevant workplace identities (occupation or organization) or social roles (religion, parent,
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political persuasion, etc.) within the workplace context. It is beyond the scope of this study to
suggest that the dimensions of VWI are relevant to non-work contexts where social identity
approach and/or identity theory may have greater explanatory potential.
It is reasonable to consider whether studying veteran identity in the workplace context
and finding it to be a work-related identity is an artifact of the methodology or worse, a
tautology. To an extent, the questions asked in a qualitative interview can shape the content of
the responses, but it is unlikely that bias alone could account for the overwhelming identification
of social, structural, and human capital influences on veterans’ identities at work observed in this
qualitative study. It is critical to note that unlike prior studies of workplace identity, veteran
status was not necessarily a core role of the participants’ jobs’ such as the dimensions of
organization, team, occupation, innovator, and job identified by Welbourne and Paterson (2018).
Instead, veteran status is a current identification with prior, military roles that exists in postmilitary working life. Given the intentional design of the interview guide, it was possible to find
that veteran status was a purely social identity, limited to predicting behavior based upon ingroup (veteran) and out-group (non-veteran) norms. However, the role of human capital acquired
or enhanced by military service, as well as the interactions that veterans described with
organizational structures suggest that being a veteran at work is a multidimensional construct
that includes social component but has features that are more similar to occupational or job
identities observed in prior research (Anderson, et al., 2010; Kirpal, 2004a; Welbourne &
Paterson, 2018).
The importance of identifying VWI as a work-related identity is that it provides evidence
to support a theoretical bridge between the studies of veterans in organizations and existing
theories of identity. This insight offers theoretical tools and vocabulary to describe and analyze
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veterans in the workplace, and also allows management scholars to examine similarities and
differences between VWI and other work-related identities. This study also expands the
boundaries of work-related identity by showing that prior military experience is associated with a
work identity that persists in post-military organizations, occupations, and jobs.
Using qualitative techniques, I derived a model of VWI with Social, Structural, and
Individual Capital dimensions, compared this to existing theories of identity, and found it to be
consistent with theoretical definitions of work-related identity. Identity theory and social identity
approach may be appropriate to explain the Structural and Social dimensions, respectively, workrelated identity offered the theoretical basis to consider the Social, Structural, and Individual
Capital dimensions of VWI.
My qualitative analysis of veterans in the workplace context offered rich and nuanced
evidence to support a multi-dimensional conceptualization of VWI as a work-related identity.
This expands the theoretical boundaries of work-related identity to include veterans’ postmilitary identification with a former work role. I found VWI to be generally compatible with
existing multi-dimensional definitions of veteran identity (e.g., Harada et al., 2002; Lancaster &
Hart, 2015; Lancaster, et al., 2018), but this study is the first to show that VWI is conceptually
distinct from prior definitions of veteran identity due to veterans’ identification with the unique
contextual factors of the workplace. This study contributes to future management research on
veterans in organizations by offering a theoretically grounded definition of what it means to be a
veteran at work, and it also connects the study of veteran identity to the broader theoretical
conversation about work-related identity and theories of identity.
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Chapter 3: VWI Scale Development
To address Research Question 3, How can VWI be measured, and what are the
psychometric properties of this measure? I developed a quantitative scale of VWI based upon the
three dimensions, Social, Structural, and Individual Capital, found in the qualitative study.
Although a qualitative assessment of VWI could be a useful tool for certain research
applications, the relative ease of administration, interpretation, and analysis of a scale
measurement tool made it the more theoretically and practically useful choice to respond to this
research question.
METHODS
To develop a scale measure of VWI, an initial set of scale items in the three dimensions
observed through the qualitative study were developed and reviewed by both military veterans
and academic colleagues. Then, scale items were administered to veterans via an online survey
and analyzed for psychometric properties using factor analytic techniques. Following the factor
analysis, confirmatory factor analysis was performed using a new dataset. Each of these steps is
described in detail, below.
Scale Item Development
The availability of qualitative data to guide VWI scale development was a considerable
asset to this study (Cortina, et al, 2020.) Scale items can be written to assess behaviors that are
indicative of underlying traits or beliefs, like the item, “Frustrated if I can’t figure out a problem,
so I work harder,” from Litman’s (2008) scale of epistemic curiosity. They can also be written to
assess the level of agreement with specific beliefs measured by the scale, like the item, “Overall,
veterans are highly thought of,” from Lancaster, et al.’s (2018) dimension, Public Regard for
Military in the Warrior Identity Scale (WIS). In developing a scale measure of VWI, I chose to
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write items that more directly assess veterans’ level of agreement with the dimensions of VWI
for two reasons.
First, in the qualitative study, I often observed that seemingly opposing behaviors could
both be indicative of strong veteran identity. For example, qualitative study participants
described two approaches to sharing their veteran status at work. The first approach was to tell
everyone, openly, and early in the relationship. Another approach was to conceal identity until it
was relevant to the work being performed or until an interpersonal bond was developed. In the
interviews, individuals who adopted these different approaches did not show differences in the
relative importance or regard for their service to indicate that one approach was related to the
strength of their veteran identity over another, even though the process of sharing veteran
identity was a part of how individuals identified with their veteran status. Therefore, a behavioral
item stating, “I share my veteran status with everyone at work,” would likely be a poor indicator
of veteran identity.
Second, many behaviors from first-order codes were described by less than half of the
participants, so there was concern that there were insufficient universal behavioral indicators of
veteran identity to form a high-quality scale. Just four veterans (20%) in the qualitative study
described a preference for keeping a strong separation between their professional and personal
lives, so an item stating, “I do not share personal information with my coworkers,” may not be
relevant to a large enough group of working veterans to yield a conclusive assessment of
workplace identity. Certainly, it would be reasonable to wonder why first order codes would be
retained for the qualitatively derived definition that were not ‘universal’ enough to include in the
scale. In the deductive approach to the scale development process chosen here (Hinkin, 1995), I
chose to create a definition that encompassed the widest range of veteran identity, so codes were
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retained with 2 or more excerpts from two or more participants primarily due to the large number
of unique demographic factors that were represented in qualitative study participants such as age,
race/ethnicity, gender, branch of service, time since separation, military rank attained, length of
service, etc. When using this widely inclusive definition to create scale items, parsimony was
prioritized, and I developed scale items which assessed concepts commonly observed in the
qualitative study.
It is important to note that scale items were also written to capture the dimension
globally, not just to reflect a single first-order code. For the Individual Capital dimension, items
focused broadly on knowledge, skills, and abilities in the workplace (e.g., Because of my military
experience, I have a number of skills that are useful at work), rather than the specific skills
identified in the first order codes, such as leadership. In the Social dimension, items focused on
identification with the veteran in-group (e.g., I find it easy to communicate with other veterans at
work.). The items for the structural dimension tapped into the imposition of a veteran’s
workplace role based on organizational and social structures, including stereotypes and
expectations (e.g., Sometimes I feel defined by stereotypes of veterans at work).
I wrote 63 total scale items for the three dimensions and reviewed them for quality,
including double-barreled items, adherence to the dimensions from the qualitative study, diverse
wording, and readability (Cortina, et al., 2020; Hinkin, 1995, 1998). Items were rated on a 5point, Likert-type scale where respondents were asked to indicate their level of agreement with
each item (1 = strongly disagree, 5 = strongly agree). Then, I provided the draft items to one
graduate student veteran, a faculty member (management professor), and three additional
working veterans for review. After receiving their feedback on face validity and content validity
of the items, I removed nine items identified by the raters as redundant, confusing, or poorly

79

worded. I prepared a pilot survey with the remaining 54 items which was taken by 3 working
veterans and noted no issues with the final questionnaire. The final scale development items
appear in Appendix B.
Exploratory Factor Analysis
In order to refine the initial VWI Scale (VWIS) items and assess the psychometric
properties of the resultant measure, an exploratory factor analysis was performed using the 54
drafted scale items.
Sample
An invitation to complete the VWIS survey was sent to 225 working U.S. veterans
identified through the data firm, Prolific. Of those, 140 (62.2%) elected to participate and were
provided an anonymous link to an online survey. Each participant was compensated $6. Since
the average survey completion time was just under 17 minutes, this corresponded to an hourly
rate of $21.69. One response was incomplete, yielding a final sample of 139. Sample
demographic characteristics appear in Table 3.1, below with demographic statistics from the U.S.
Census Bureau (2019) American Community Survey 2015-2019 for reference.
Table 3.1: Sample Demographics and Veteran Population Statistics
Demographic Characteristic
AGE
18 to 34 years
35 to 54 years
55 to 64 years
65 to 74 years
75 years and over
Min Age (years)
Max Age (years)
Mean (s.d.)

Sample (n =
139)
n (%)
31 (22.3%)
70 (50.4%)
33 (23.7%)
4 (28.8%)
1 (.7%)
21
79
44.63 (11.71)
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Veteran Population1
(%)
%
8.80%
23.50%
17.80%
26.40%
23.50%
not reported
not reported
not reported

Sample
(n = 139)
n (%)
98 (70.5%)
8 (5.8%)
18 (12.9%)
3 (2.1%)
3 (2.1%)
7 (5.0%)
2 (1.4%)

Veteran Population1
(%)
%
82.10%
6.90%
11.90%
1.70%
0.80%
2.00%
not reported

Male
Female
Prefer not to answer

n (%)
106 (76.3%)
32 (23.0%)
2 (1.4%)

%
91.10%
8.90%
not reported

Army
Navy
Air Force
Marine Corps
Coast Guard

n (%)
67 (48.2%)
27 (19.4%)
32 (23.0%)
12 (8.6%)
1 (.7%)

%
not reported
not reported
not reported
not reported
not reported

E1-E4 (Enlisted)
E5-E8 (Non-Commissioned Officer)
E9 (Field Grade Non-Commissioned Officer)
O1-O3 (Company Grade Officer)
O4-O6 (Field Grade Officer)
O7+ (General Officer)

n (%)
70 (50.4%)
54 (38.8%)
1 (.7%)
8 (5.8%)
5 (3.6%)
1 (.7%)

%
not reported
not reported
not reported
not reported
not reported
not reported

VETERAN COHORT (Entered Service)
WW II Veterans
Korean War Veterans
Vietnam Era (1963-1973)
Cold War (1974-1990)
Gulf War (1990 - 2001)
Gulf War (2002 - present)

n (%)
0 (0%)
0 (0%)
2 (1.4%)
41 (29.4%)
44 (31.6%)
62 (44.6%)

%
3.50%
8.10%
35.70%
not reported
20.70%
19.30%

Demographic Characteristic
RACE or ETHNICITY
White/Caucasian
Hispanic/Latino
Black/African American
Asian/Pacific Islander
Native American/Indigenous Person
Two or more races
Prefer not to answer
GENDER

BRANCH OF SERVICE

MILITARY GRADE
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Demographic Characteristic
COMBAT EXPERIENCE
Yes
No
No Answer

Sample (n =
139)
n (%)
47 (33.8%)
91 (65.5%)
1 (.7%)

Veteran Population1
(%)

n (%)
59 (42.4%)
80 (57.6%)

%
29.30%
70.70%

DISABILITY
Any Disability
No Disability
1

%

not reported
not reported
not reported

(U.S. Census Bureau, 2019)
Although not a representative sample, the sample demographics differ from the veteran

population statistics in a logically consistent way, for example, no WWII or Korea War era
veterans were in the sample, but veterans of those conflicts are unlikely to be in the workforce
due to advanced age. Similarly, the ages of the sample are skewed toward younger age groups
than the veteran population, again, because older veterans are likely to have left the workforce.
Female veterans are overrepresented in this sample relative to the population, but this, too, is
likely related to the younger age of the workforce, since female participation in the military has
been steadily increasing since women were allowed to serve in the regular U.S. Armed forces in
1973 (Patten & Parker, 2011). Disability is overrepresented in this sample relative to the veteran
population, but that is likely related to increasing disability rates veterans since 2001 (Holder,
2016). Caucasians were slightly under-represented in this sample, but there were respondents in
all racial and ethnic groups. Branch of Service, Combat Experience, and Rank were not reported
among the veteran population statistics, but we observe representation among each of the
categories in these demographic characteristics.
Analysis
To refine the VWIS measurement scale, an exploratory factor analysis of the 54 proposed
scale items was conducted using SPSS version 27.0 Principal Axis Factoring with oblique
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rotation (Direct Oblimin) since the dimensions of VWI were expected to be correlated
(Tabachnick & Fidell, 2013). Principal Axis Factoring was selected over Principal Component
Analysis (PCA) because this study was designed based upon the underlying constructs observed
in the qualitative study (Tabachnick & Fidell, 2013). Prior to the factor analysis, I examined the
data for outliers, multicollinearity, and the factorability of the correlation matrices.
Following the initial factor analysis, I examined the eigenvalues and scree plot to
determine the number of factors to retain. When the number of factors were determined, I refined
the measure by retaining items which exhibited factor loadings greater than .55 (Comrey & Lee,
1992) and cross-loadings less than 50% of the factor loading. The remaining items were further
refined, eliminating items to reduce redundancy and increase parsimony in the final measure.
This process resulted in a twelve-item VWIS measure, with four items loading on to each
dimension. I performed factor analysis of the twelve-item scale to confirm item loading and
assess the psychometric properties of the VWIS measure. The detailed results of the factor
analysis are described in the results section, below.
Results
The factor loadings, communalities, eigenvalues, and percent of variance explained for
retained factors from the initial factor analysis of the VWIS using Principal Components analysis
with oblique rotation (Direct Oblimin) is shown in Appendix C. Because of the substantial
number of scale items and small number of hypothesized factors, Kaiser’s criterion was likely to
over-specify the number of factors to retain in the model (Tabachnick & Fidell, 2013). Kaiser’s
criterion of eigenvalues greater than 1 yielded a 12-factor solution, however, once factors
composed only of items with loadings < .4 (Tabachnick & Fidell, 2013) and/or highly-crossloaded items were removed, a three-factor solution appeared to be a good fit to the scale items
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and supported the dimensions of VWI derived from the qualitative study. The three-factor
solution with all 54 scale items is shown in Appendix C. This initial solution explained 48.07%
of the variance in VWI.
Once the number of retained factors was determined, individual item loadings, crossloadings, and communalities were examined. Items with factor loadings of greater than .55,
classified as “good” according to Comrey & Lee (1992) and with cross-loadings less than 50%
of the factor loading were retained. This left 21 total items in the scale, with 7 in the first factor,
11 in the second, and 4 in the third. These remaining items were examined for redundancy and
parsimony. Nine additional items were selected for removal, retaining four items in each factor.
Factor analysis was repeated for the 12-item scale using Principal Axis Factoring with oblique
(Direct Oblimin) rotation.
In this subsequent analysis, Kaiser’s criterion of eigenvalues >1 and scree plot analysis
both indicated a three-factor solution was a good fit to the data. This factor solution explained
62.46% of the total variance in VWI. The pattern matrix, communalities, eigenvalues, and
percent of variance explained are shown in Table 3.2 below.
Table 3.2: VWIS Factor Analysis Pattern Matrix, Communalities, Eigenvalues, and Explained
Variance
VWI Scale (VWIS) Factor Analysis
Factor Loadings
Item
Because of my military
experience, I have a number of
skills that are useful at work
Skills I learned in the military
are an important part of who I
am at work

Ind. Cap
.95

.88
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Social

Structural

Communality
(h2)
.79

.77

Factor Loadings
Item
Ind. Cap
The knowledge I obtained in
.80
my military experience is an
important part of who I am at
work
At work, I draw from a large
.76
base of knowledge because of
my military experience
I find it easy to communicate
with other veterans at work.
I can be myself at work around
other veterans
I usually find it easy to work
with other veterans.
I would prefer to be on a work
team with other veterans.
My military experience shapes
how people think of me at
work
My military experience shapes
expectations of me at work
Sometimes I feel defined by
stereotypes of veterans at work
At work, I feel like I am
perceived differently when
people find out I am a veteran
Eigenvalue
4.48
% variance explained

37.36

Social

Structural

Communality
(h2)
.72

.67

.90

.78

.84

.70

.74

.57

.66

.45
.81

.70

.71

.64

.63

.40

.55

.32

1.79

1.22

14.93

10.17

Note: Loadings less than .2 are not shown.
Examining the content of each factor, the first factor contained items that were developed
from the Individual Capital dimension in the qualitative study, the second factor contained items
from the Structural dimension, and the third factor contained items from the Social dimension
(See Appendix B). Because the retained items aligned well with the hypothesized dimensions,
the names for each factor were assigned to coincide with those respective dimensions. The
psychometric properties of each dimension and the scale as a whole were assessed. Table 3.3,
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below, shows the descriptive statistics, correlations, and composite reliabilities for each
dimension of VWIS. The composite reliability for the 12-item scale is .95. In Table 3.3, we
notice the factor correlation between the Social and Individual Capital dimensions >.32, which
supports the methodological choice to use oblique rotation of the factors. The alignment between
the dimensions observed through factor analysis with those hypothesized in the qualitative study
suggest that this scale has good content and face validity.
Table 3.3: Descriptive Statistics, Correlations, and Reliabilities for VWIS Dimensions
Dimension
Mean
S.D.
1
2
3
1. Individual Capital 3.628
0.173
(0.91)
2. Structural
3.167
0.339
0.264
(.77)
3. Social
3.869
0.235
0.499
0.096
(.87)
Note: Composite reliabilities for individual dimension are in parentheses;
CR for 12-item scale is .95.
Confirmatory Factor Analysis
To confirm the factor structure and psychometric properties of the VWIS measurement
developed through the factor analysis, I conducted a confirmatory factor analysis using a new
data sample.
Sample
A convenience sample of 570 respondents was obtained using a snowball sampling
technique via social media (Facebook™ and LinkedIn™). I posted a public solicitation for study
participants on my social media accounts because of my personal network of working veterans
and asked for the post to be “liked” or “shared” in order to access veterans in my secondary and
tertiary social network links. To preserve confidentiality and prevent participants from
identifying themselves, comments were disabled in the social media posts. In lieu of direct
compensation, survey participants were given the opportunity to enter a random drawing for one
of 25, $20 gift cards. Upon examination of the sample responses, I observed irregularities in the
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data indicative of false, computer-generated responses, often referred to as “bot” responses. I
removed 131 responses because a post-study email was returned as undeliverable and a further
217 cases for failure of attention check and/or implausible demographic responses (i.e., age of 20
in 2021, but served in military from 2000-2005). This left a sample of 222 responses, using
listwise deletion for missing data, the final sample was 220 participants. Table 3.4, below,
describes the demographic characteristics of the sample.
Table 3.4: Demographic characteristics of CFA Sample
Demographic Characteristic
AGE
18 to 34 years
35 to 54 years
55 to 64 years
65 to 74 years
75 years and over
Min Age (years)
Max Age (years)
Mean (s.d.)

Sample
N (%)
116 (52.7%)
93 (42.2%)
10 (4.5%)
1 (.45%)
0 (0%)
21
68
34.66 (9.19)

Veteran
Population1 (%)
%
8.80%
23.50%
17.80%
26.40%
23.50%
not reported
not reported
not reported

RACE or ETHNICITY

N (%)
163 (74.1%)
17 (7.7%)
24 (10.9%)
4 (1.8%)
11 (5%)
1 (.45%)
0 (0%)

%
82.10%
6.90%
11.90%
1.70%
0.80%
2.00%
not reported

N (%)
186 (84.5%)
29 (13.2%)
5 (2.3%)

%
91.10%
8.90%
not reported

N (%)
117 (53.2%)
53 (24.1%)
18 (8.2%)
30 (13.6%)
2 (.9%)

%
not reported
not reported
not reported
not reported
not reported

White/Caucasian
Hispanic/Latino
Black/African American
Asian/Pacific Islander
Native American/Indigenous Person
Two or more races
Prefer not to answer
GENDER
Male
Female
Prefer not to answer
BRANCH OF SERVICE
Army
Navy
Air Force
Marine Corps
Coast Guard
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Demographic Characteristic
MILITARY GRADE
E1-E4 (Enlisted)
E5-E8 (Non-Commissioned Officer)
E9 (Field Grade Non-Commissioned
Officer)
O1-O3 (Company Grade Officer)
O4-O6 (Field Grade Officer)
O7+ (General Officer)

Sample
N (%)
70 (50.4%)
54 (38.8%)

Veteran
Population1 (%)
%
not reported
not reported

1 (.7%)
8 (5.8%)
5 (3.6%)
1 (.7%)

not reported
not reported
not reported
not reported

VETERAN COHORT (Entered Service)
WW II Veterans
Korean War Veterans
Vietnam Era (1963-1973)
Cold War (1974-1990)
Gulf War (1990 - 2001)
Gulf War (2002 - present)

N (%)
0 (0%)
0 (0%)
0 (0%)
20 (9.1%)
35 (15.9%)
164 (74.5%)

%
3.50%
8.10%
35.70%
not reported
20.70%
19.30%

Yes
No

170 (77.3%)
50 (22.7%)

not reported
not reported

Any Disability
No Disability
Prefer not to answer

N (%)
100 (45.5%)
110 (50.0%)
10 (4.5%)

%
29.30%
70.70%
70.70%

COMBAT EXPERIENCE

DISABILITY

(U.S. Census Bureau, 2019)
This sample had similar characteristics to the sample used for the EFA, including overrepresentation of younger veterans, women, disabled, and minority veterans relative to the
veteran population. For a more detailed discussion of potential reasons for these differences, see
Table 3.1 and subsequent discussion.
Measures
In addition to the 12-item VWIS, I collected two measures for use in establishing the
validity of this scale.
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Centrality of Veteran Identity (CVI). CVI used to assess convergent and nomological
validity of VWIS. Adams and colleagues (2019) adapted this scale to three items from a fiveitem scale used by DiLeone and colleagues (2016) to assess the relative importance or centrality
of being a veteran to individuals. A sample item is “Being a veteran is an important reflection of
who I am.” Adams et al. (2019) reported reliability of α = .71 for this measure.
Positive Regard for Veteran Identity (PRVI). PRVI used to assess convergent and
nomological validity of VWIS. DiLeone and colleagues (2016) used PRVI to assess the level of
pride or affinity that an individual has for his or her veteran status. A sample item is, “I like it
when people know I’m a veteran.” DiLeone, et al., (2016) reported reliability of α = .67 for this
measure.
Analysis
To evaluate the psychometric properties of the VWIS measure, I conducted a
confirmatory factor analysis of the 3-dimension, 12-item scale developed during EFA in AMOS
version 27 using Maximum Likelihood Estimation (MLE). To further assess the validity of the
VWIS measure, I conducted additional confirmatory factor analyses of three nested models. The
models were designed so that the observed variables were forced to load on the latent factors
with no cross-loading. Fit of the measurement model was assessed using the comparative fit
index (CFI), Tucker -Lewis index (TLI; or non-normed fit index, NNFI), and root mean square
error of approximation, RMSEA (Hu & Bentler, 1999; Kenny, 2015).
The first model was a unidimensional model with all items loading on a single latent
factor, the second was a two-factor model with a three-factor model of VWIS loading on a
second-order factor and an additional latent factor that combined PRVI and CVI. The final
model was a three-factor model, with the three-factor model of VWIS loaded on a latent, second-
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order factor, and the additional latent factors of PRVI and CVI. A chi-square difference test for
the fit indices between these models was examined for evidence of construct validity.
Convergent validity was assessed by computing the average variances extracted (AVE), and
discriminant validity was also assessed by comparing the maximum shared variance (MSV) with
AVE (Hair, Black, Babin, & Anderson, 2010; Gaskin, 2021). Reliability of the VWIS measure
was assessed by computing composite reliability (CR).
Nomological validity was assessed by comparing the correlations between VWIS, CVI,
and PRVI. I anticipated significant, positive relationships between VWIS and CVI and VWIS
and PRVI, since these measures have been used to assess the importance of veteran identity to an
individual (CVI) and the pride or affinity that an individual has for their identity (PRVI). I
anticipate that VWIS will be correlated with both the importance of veteran identity and affinity
for veteran identity.
Results
Despite theoretical evidence and EFA results in support of a three-factor model of VWIS,
the initial CFA analysis of three distinct subdimensions was reliable, with composite reliabilities
from .72 -.82, however the dimensions had poor convergent and discriminant validity (AVE < .5,
and MSV > AVE; Fornell & Larker, 1981; Gaskin, 2021; Hair, et al. 2010;). I conducted
additional analyses to determine if a one-factor or two-factor model of CFA was a better fit to
the data and had convergent and/or discriminant validity. These models were also a poor fit to
the data and offered no evidence of convergent or discriminant validity. Next, I conducted a
second-order CFA to evaluate if the three sub-dimensions loaded on to an overarching
dimension. A second-order CFA had a good fit to the data, (χ2 = 78.4, df = 54, p = .01; TLI = .96,
CFI = .97, RMSEA = .05) with the overarching factor, VWIS, showing a composite reliability of
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.91 AVE of .54 which supported the reliability and validity of this measure. Based upon
observed AVE < .5 for the Structural and Social subdimensions of this model, I determined that
the individual subdimensions were not quantitatively valid and could not be used individually to
test the relationships between VWIS and managerially relevant outcomes.
The results of the three nested CFAs (with VWIS, CVI, and PRVI) showed significant
differences between the χ2 fit indices of the unidimensional, two-factor, and three-factor models.
This provided overall evidence for construct validity. Table 3.5, below, shows the χ2 differences,
critical values, and level of significance.

Model
Unidimensional
Two-Factor
Three-Factor

Table 3.5: χ2 Differences for CFA Alternative Models
Critical
Value
χ2
d.f.
Δχ2
Δd.f.
p <.005
p-value
669.0
135
421.1
131
247.9
4
14.86
0.001
198.1
129
223
2
10.60
0.001

The fit indices for the three-factor CFA were good. Although χ2 for the three-factor model
was significant, the χ2/d.f. = 1.54, is considered an indicator of good fit (Hu & Bentler, 1999).
All remaining fit indices were also good, TLI = .94, CFI = .95, and RMSEA = .05 (Hu &
Bentler, 1999). To assess convergent validity, I examined the item loadings (Anderson &
Gerbing, 1988). See Table 3.5 below for item loadings from the CFA. CFA factor loadings
ranged from .540 to .751. Except for one loading, all the loadings for the remaining 11 items of
the VWIS are greater than .6. Table 3.6, below, shows the factor loadings.
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Table 3.6: Factor Loadings for VWIS, CVI, & PRVI
Scale/Item
VWIS-Individual Capital
Because of my military experience, I have a number of skills that are useful at
work
Skills I learned in the military are an important part of who I am at work
The knowledge I obtained in my military experience is an important part of
who I am at work.
At work, I draw from a large base of knowledge because of my military
experience
VWIS-Structural
My military experience shapes how people think of me at work
My military experience shapes expectations of me at work
Sometimes I feel defined by stereotypes of veterans at work
At work, I feel like I am perceived differently when people find out I am a
veteran
VWIS-Social
I find it easy to communicate with other veterans at work.
I can be myself at work around other veterans
I usually find it easy to work with other veterans.
I would prefer to be on a work team with other veterans.
Centrality of Veteran Identity (Adams, et al., 2019)
Being a veteran is an important reflection of who I am.
I have come to think of myself as a veteran.
It is important to me that others know about me as a veteran.
Positive Regard for Veteran Identity (DiLeone, et al., 2016)
I am proud to be a veteran.
When I meet other veterans, I prefer to keep my veteran status to myself (R).
I like it when people know I’m a veteran.

Loading
.75
.74
.73
.68

.67
.67
.61
.54

.64
.71
.70
.63
.89
.85
.67
.60
.74
.82

I computed the AVE and MSV to further assess convergent and discriminant validity.
Table 3.7 below shows the AVE, MSV, and correlations for each factor in the CFA. Composite
reliabilities (CR) are shown on the diagonal of the correlation matrix.
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Table 3.7: AVE, MSV, Correlations and Composite Reliabilities for VWIS, CVI, and PRVI.
AVE MSV
1
2
3
1. VWIS
.76
.34
(.91)
2. CVI
.66
.01
-.07
(.85)
3. PRVI
.53
.34
.58***
.04
(.76)
***p < .001
From this table we see that VWIS, CVI, and PRVI all have composite reliabilities that
exceed .7, AVE exceeds .5, and MSV with is lower than AVE for each measure. This provides
evidence of reliability, convergent validity, and discriminant validity (Fornell & Larker, 1981;
Gaskin, 2021, Hair, et al., 2010;).
The correlations between VWIS, CVI, and PRVI provide some insight into the
nomological validity of VWI. I anticipated a positive significant correlation between VWIS and
PRVI. PRVI measures the belief that veteran experience is positive or affinity for veteran
identity, and in the qualitative study, the veterans I interviewed described many more workrelated benefits than challenges that arose from military service. First-order codes like
Capability, Confidence, Military is Foundation, Relationship with Supervisors, Status of
Veterans, and Technical Skills all suggested an overwhelming belief in the positive benefits of
military service as they relate to working life. The considerable number of positive attitudes and
behaviors described in the Human Capital dimension as arising from or strengthened by military
service also support a positive relationship between PRVI and VWI. The large, positive
correlation (r = .58) observed as significant at the p < .001 level is evidence in support of the
nomological validity of VWIS.
I anticipated that VWIS would be positively, significantly correlated with CVI, because
Centrality was expressly included as a first-order code of VWIS. However, I observed a nonsignificant, negative correlation between CVI and VWIS. Upon re-consideration, this
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relationship may be theoretically consistent with the nature of these two constructs, since CVI
measures global centrality of veteran identity and VWIS is specifically limited to the workplace
context. It is possible that an individual could identify strongly with a veteran identity in the
workplace because of human capital acquired in military service or because of specific
contextual factors and not necessarily identify strongly with a veteran identity in the global
context. Perhaps one of the strongest pieces of evidence to suggest that the contextual difference
between CVI and VWIS explains the non-significant relationship is that PRVI and CVI were
non-significantly correlated (r = .04). I interpreted this to mean that a veteran’s strength of global
identity (CVI) is not correlated with their affinity for that identity or view that it is positive
(PRVI). In other words, a veteran may view their veteran identity as a positive aspect of their
global identity, but not necessarily a central one, and vice versa. Therefore, a veteran may have a
strong veteran identity in the context of the workplace and not in a global context, but a veteran’s
view of the positivity of their veteran identity in the workplace is related to the positivity of their
global veteran identity. While the observed relationships were not originally what I anticipated, I
believe that the insight provided by the data supports the nomological validity of VWIS within
the larger construct of veteran identity.
DISCUSSION
To respond to Research Question 3, How can VWI be measured, and what are the
psychometric properties of this measure? I developed a multi-dimensional scale based upon the
qualitatively derived dimensions of VWI. I used EFA to refine a 54-item VWIS into a 12-item,
three-dimension scale measurement. Then, I conducted a CFA to further assess the psychometric
properties of this measure. A second-order CFA showed that the dimensions of VWIS loaded
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onto an overarching latent factor of veteran workplace encompassing the three individual
subdimensions.
The results of the factor analysis supported the findings of the qualitative study by
confirming a three-factor structure with items loading discretely on Individual Capital, Social,
and Structural dimensions. The resultant psychometric properties of this scale showed generally
good reliability, with composite reliabilities ranging from .77 - .91 for the dimensional subscales, and a CR of .95 for the 12-item scale. CR from the CFA of greater than .7 for each
dimension, and .91 for the overarching latent factor of VWIS offered further support for the
reliability of VWIS.
The clear alignment of the EFA results with the three hypothesized dimensions of VWI
from the qualitative study suggests that this scale has good content and face validity. Although
unexpected, the CFA results suggest that VWIS is a second-order latent construct arising from
three dimensions. The second-order CFA showed good psychometric properties of the 12-item
scale, including evidence of convergent, discriminant, and nomological validity.
The primary strengths of this study are its use of qualitative data to inform the scale item
development, as well as its use of student veterans and working veterans in the item development
process in addition to scholarly academics. The attention to and transparent disclosure of clear
indications of poor-quality data, despite remaining questions about data quality from the CFA are
also a strength of this study. These methodological choices both contribute to the face validity
and content validity of this scale.
The greatest limitations, however, still reside in data characteristics. Relatively small data
samples and questionable quality make it difficult to view the EFA and CFA without some
reservation. Although 139 is considered close to the bare minimum for exploratory factor
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analysis, MacCallum, Widaman, Zhang, and Horn’s (1999) research show that a small sample
(e.g., 100-200) may be sufficient if factors are well-defined, loadings are high, and
communalities are in the range of .5. The results showed general compliance with these
standards, although one factor loading is below .6, and a few communalities dip below .4.
Additionally, MacCallum and colleagues, (1999) point out that fewer dimensions generally
require a larger sample size for factor analysis. In the CFA, the issue of data quality calls for a
replication to validate the findings with a larger sample size.
Another limitation of this study is the high correlation between the Individual Capital,
Structural, and social dimensions observed in the CFA. The AVE for these dimensions was
below .5, and MSV which exceeded AVE, indicating poor convergent and discriminant validity
for the individual subdimensions. These high correlations were not observed in the EFA,
however, so replication in future research will be needed to ascertain whether VWIS is a secondorder latent construct, or whether the high subscale correlations are an artifact.
In the qualitative analysis, I observed that some participants described work-related
values, knowledge, behavior, and skills in a way that suggested these were used more for social
categorization of the veteran in-group than as a source of individual identification with a
particular work-related characteristic. It is possible that the correlation seen between these two
dimensions in the CFA supports that conclusion. If so, future research may be necessary to draw
a clearer distinction across scale items between these dimensions for the purpose of quantitative
study. Given the good reliability found in EFA and CFA, evidence of face and content validity,
and evidence of convergent, discriminant, and nomological validity for a scale with VWIS as an
overarching latent factor, I conclude that the three-dimension, 12-item scale is of sufficient
psychometric quality to proceed with a validation study.
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Chapter 4: Validation Study
To respond to Research Question Four, what is the relationship between VWI and
individual veterans’ workplace outcomes? I conducted a validation study using the convenience
sample collected for the CFA. To develop a testable model of the relationships between VWI and
outcomes, I considered the results of the qualitative study, prior research on veterans’ identity,
and research on the relationships between work-related identity and outcomes.
MODEL DEVELOPMENT
In the qualitative study, prior research, and work-related identity theory, we find evidence
for a positive relationship between VWI and Identity Strain. In a study of veterans, MacAllister,
et al. (2015, p. 95) define identity strain as, “an incongruence between veterans’ identities as
former military personnel and their identities in their current work environments,” and I adopt
this definition of identity strain for this validation study. There are a number of theoretical
assumptions about work-related identities, including: multiple work-related identities exist, and
they are dynamic and continually undergoing complex processes of adaptation (Kirpal, 2004a,
2004b). As these changes occur, Walsh and Gordon (2008) suggest that conflicts between
identities are resolved by individual identification with the identity that provides an optimal level
of belonginess and distinctiveness. Because a veteran identity is highly distinctive, it is unlikely
that veteran identity would be subverted or minimized in favor of other, less-distinctive, workrelated identities. Based upon that theoretical perspective, I anticipate a positive relationship
between VWI and Identity Strain.
This perspective is further supported by the qualitative study, where I observed instances
of tension between veterans’ work-related identity (VWI) and their other organizational roles
(e.g., employee, team member, manager, etc.) in excerpts from all three dimensions. In the Social
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Dimension, the first-order code, Non-veterans Don’t Understand Veterans, observed in 60% of
the interviews, included excerpts like:
“Probably once I know that somebody’s a veteran, I’m more open to talk about military
things. If they’re not a veteran, and it may not be a conscious thought, it may be an unconscious
thing, but I know that they’re never gonna understand certain things. You can explain to them all
day long, but they will never truly comprehend.”
And:
“No. I really don’t think [non-veterans] have any idea of what the military building
process looks like at all.”
Within the Structural Dimension, we find excerpts about Organizational Communication,
a first-order code which occurred in 70% of the interviews, like:
“There’s a lot of unnecessary chit-chat that I don’t like to take part in, but it’s a cultural
norm in the office environment. And that takes some adjusting to. I do kind of miss the directness
and some of the “Let’s get to the point, this is the mission,” idea, but it’s a small complaint. It
makes me appreciate the structure of the military a little more.”
As well as:
“[Participant]: Cussing. In the military, I even remember a priest that cussed. Really!
Here, it’s seen as very taboo. I choose to be professional and choose not to use bad language.
But the expression, ‘Cuss like a sailor,’ I mean, we cussed like sailors when I was in the Navy.
[laughs]
[SV]: So, is that something that you have to make a conscious decision to avoid?
[Participant]: Yes. That’s probably daily. [yeah]. Being blunt, that is something that I’ve
had to deal with.”
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Within the Individual Capital Dimension, excerpts from the Mission Orientation code,
which occurred in 60% of the interviews included:
“And I hear other people, in meetings or what have you, and I don’t know if I can contain
my face, sometimes. And I hear the things they say, and I’m like, good God, how can you slack
off like that, or not have a serious attitude about this job, getting things done. And I realize that
is a direct relation to my military experience, to having to get things done, to be ready, to be
ready to move, to go, and achieve. Right? I see a big difference in that with people in the civilian
world.”
And:
“And the reason for that is that I get into this mindset that if there’s a task to be done, it
has to be done, and it has to be done that day. Like, I can’t push it to the side. When I have to
[push a task to the side] it nags… but for others, they have a mentality of “Oh, I can do this the
next day or the next. It doesn’t have to be done right now.”
Within these excerpts, we see veterans express that their veteran identity is poorly
understood and that they are different from their non-veteran coworkers. In these quotes, strain is
palpably observed as veterans try to modify behaviors from a clearly valued identity, VWI, to
understand, cope with, or adapt to workplace norms, as described by Kirpal (2004b). It is
important to note that these observations do not mean that strain is inherent in VWI. Although I
observe strain in certain excerpts, strain was not essential to the identity of every veteran I
interviewed.
Prior veterans’ management research has considered identity strain and veterans’
outcomes like work intensity, vigor, and job satisfaction, (McAllister, et al., 2015; Gory, 2020),
finding negative relationships between strain and work intensity, vigor, and job satisfaction.
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These works have not tested the relationship between veteran identity and identity strain.
Because of the distinctiveness of the veteran identity, theoretical support for the endemic nature
of strain within work-related identities, and my observations of identity strain among interviews
in all three dimensions, I posit:
H1: VWIS will be positively related to identity strain.
The negative relationship between identity strain and job satisfaction among veterans has
been established in prior research (Gory, 2020). However, the relationship between a veteran’s
identity and job satisfaction has not been theorized or tested. Because I hypothesize a positive
relationship between VWIS and identity strain, and there is prior empirical evidence of a
negative relationship between identity strain and job satisfaction, I posit:
H2: Identity strain will fully mediate the relationship between VWI and job satisfaction.
Like prior research that found a relationship between identity strain and job satisfaction,
Kraimer, Shaffer, Harrison, and Ren (2012) found a positive relationship between identity strain
and turnover among expatriates following their repatriation. Kraimer and colleagues (2012)
define identity strain as, “a person’s feelings of tension associated with his or her international
employee identity being inconsistent with the current environment,” (p. 401), which is
theoretically consistent with the veteran-specific definition used in this study. Although turnover
intention is not perfectly correlated with actual turnover, there is robust evidence to suggest that
turnover intention does predict actual rates of turnover (Vandenberg & Nelson, 1999;
Vandenberg, Self, & Seo, 1994). Because of the hypothesized relationship between VWIS and
identity strain, the evidence of a positive relationship between identity strain and turnover
(Kraimer, et al., 2012), and the positive relationship between turnover and turnover intention
(Vandenberg, et al., 1994; Vandenberg & Nelson, 1999), I posit:
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H3: Identity strain will fully mediate the relationship between VWI and turnover
intention.
In Hypotheses 2 and 3, a veteran’s identity strain is theorized as the mechanism which
relates VWIS to the outcomes. Because multiple workplace identities are thought to exist in a
dynamic state over time (Kirpal, 2004b), it makes sense that an individual work-related identity
like VWI would not, in and of itself, be related to outcomes, rather the strain between that
identity and other work-related identities will predict individual work-related outcomes. Figure
4.1, below, depicts the relationships in Hypotheses 1-3.

Figure 4.1: Model of the Relationship between VWI and Individual Outcomes
METHODS
To test Hypotheses 1-3, I conducted an SEM analysis of the model depicted in Figure 4.1
using AMOS 27, maximum likelihood estimation (MLE) with bootstrapping using a sample of
220 working military veterans. I also tested three alternate models which sequentially considered
a partial mediation of VWIS on job satisfaction, turnover intention, and both job satisfaction and
turnover intention.
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Sample
Although irregular, I used the sample of 220 working veterans from the CFA to test the
relationships in this study. The characteristics of this sample are described in Table 3.4:
Measures
In addition to VWIS, I collected the following measures for this study:
Veteran Identity Strain (Vet-IS). This five-item measure is the only veteran-identityrelated construct which has been used in an organizational context (McAllister, et al, 2015). It
was used to assess the perceived identity-related strain of veterans in organizations. McAllister
and colleagues (2015) reported a reliability estimate of α = .89 for this measure. A sample item
from this measure is, “There is a tension between who I am on my current job and who I was
while in the military.”
Turnover Intention. This six-item scale of turnover intention by Roodt (2004) as
validated by Bothma and Roodt (2013) has reported a reliability estimate of α = .80. A sample
item from this measure is, “How often have you considered leaving your job?”
Job Satisfaction. This four-item measure by Thompson and Phua (2012) has a reported
reliability of α = .81. A sample item from this measure is, “I find real satisfaction in my job.”
Satisfaction with Neutral Objects (NOSQ). This 11-item scale as used by Johnson, Rosen,
and Djurdjevic (2011) was collected as a marker variable for common method bias and has a
reported reliability of α = .81. A sample item from this measure is, “[How satisfied are you
with] local newspapers?”
Control Variables. Based upon the findings of Harada, et al (2002), I controlled for
characteristics of military service including length of service in years, combat experience (0 =
no, 1 = yes), years since separation, disability (0 = no, 1 = yes), and rank (0 = enlisted, 1 =
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officer). Based on Cortina, et al., (2020) I additionally controlled for the demographic variables
of gender (0 = male, 1 = female) and race (0 = caucasian, 1 = minority race). Although age is a
typical demographic control variable, veteran characteristics like length of service and years
since separation are indicators of the relative age of respondents, so age was a redundant control
in this analysis.
Analysis
To assess the relationships between VWIS, Identity Strain, Personal, Job Satisfaction,
and Turnover Intention as proposed in Hypotheses 1-3 (see Figure 4.1), I analyzed a structural
equation model of latent variables using maximum likelihood estimation (MLE) with
bootstrapping in AMOS 27. I conducted a CFA of the measurement model to assess the
psychometric properties of the measures. Because all measures were collected from a single,
cross-sectional survey, I assessed the potential for common method bias. Then, I analyzed the
model using latent variables and compared the results to alternative models. Results of the
analysis are reported below:
Results
Confirmatory Factor Analysis
The measurement model included the indicators for VWIS, Identity Strain, Job
Satisfaction, and Turnover Intention. The model was designed so that the observed variables
were forced to load on the latent factors with no cross-loading. Fit of the measurement model
was assessed using comparative fit index (CFI), Tucker -Lewis index (TLI; or non-normed fit
index, NNFI), and root mean square error of approximation, RMSEA (Hu & Bentler, 1999;
Kenny, 2015).
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Initial tests of the measurement model showed two items in the six-item Turnover
Intention scale with factor loadings below .4, and one item in the Veteran Identity Strain scale
below .4. These items were omitted from the measurement model. The CFA using the revised
latent construct for Turnover Intention and Veteran Identity Strain showed that the measurement
model had a moderate fit to the data (χ2 = 398.7, 243 df; RMSEA = .06, CFI = .92, TLI = .91).
Although the indices for CFI and TLI were less than ideal in accordance with established fit
criteria of CFI and TLI greater than .95 and RMSEA less than .08 (Hu and Bentler, 1999), the
analysis was continued based on the theoretical grounding of the hypothesized relationships.
The psychometric properties of the measurement items were acceptable and provide
evidence of reliability and validity for each measure. Table 4.2, below, shows the Average
Variance Extracted (AVE), Composite Reliability (CR), Maximum Shared Variance (MSV), and
correlations for the items in the measurement model.
Table 4.1: AVE, MSV, Correlation and CR for measurement model
Variable
AVE
MSV
1
2
3
4
1. VWIS
.75
.51
(.90)
2. Identity Strain
.52
.38
.62
(.81)
3. Turnover Intention
.55
.01
.08
.06
(.83)
4. Job Satisfaction
.54
.51
.72
.38
-.06
(.82)
Note: CR is shown on the diagonal of the correlation table.
The Composite Reliability for each measure was above .7, providing evidence of
measurement reliability, the AVE for each measure was above .5, providing evidence of
convergent validity, and the MSV was less than the AVE for each measure, providing evidence
of discriminant validity (Hair, et al., 2010).
Because all of the data in the measurement model came from a single, cross-sectional
survey, there is considerable potential for common method bias. To assess whether this bias is
present and problematic in the model, I performed Harman’s one-factor test. When all items
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were loaded on a single factor in EFA, they explained just 26.2% of total variance in the data.
Although this test is not sufficient to assess common method bias, it provides some evidence that
bias may be present, but not problematic.
To further assess the presence of common method bias, following Simmering, Fuller,
Richardson, Ocal, & Atinc (2015), I intended to use a marker variable that they identified as
ideal, the Neutral Object Satisfaction Questionnaire, in a test for common method bias because I
believed that it would be uncorrelated with other measures in this study. The psychometric
properties of this latent variable were not acceptable for use in this method because the NOSQ’s
AVE was well-below .5, MSV exceeded AVE, and Composite reliability was below .7. Instead,
following the approach of Serrano Archimi, Reynaud, Yasin, and Bhatti (2018) as described in
Podsakoff, MacKenzie, Lee, and Podsakoff (2003), I used a common latent factor (CLF)
technique to assess whether CMB was problematic. First, I related the CLF to all observed
variables in the measurement model and conducted a CFA. Then, I compared the standardized
factor loadings for the observed variables in the CFAs with and without the CLF. I observed no
change in factor loadings between the CFA with and without latent factor of greater than .20 and
concluded that common method bias was likely present, but not problematic. The implications of
the methodological choice of common methods in data collection will be discussed in the
dissertation’s limitations.
Measurement Model
I analyzed the hypothesized model depicted in Figure 4.1 using MLE with 2000 iterations
of bootstrapping (Preacher & Hayes, 2004), and found that the model was a marginal fit to the
data, with χ2 = 732.0, d.f. = 414, TLI = .83, CFI = .85, and RMSEA = .06. Means, standard
deviations, and correlations are shown in Table 4.3, below.
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1. VWIS

Mean
47.13

Table 4.2 Descriptive Statistics and Reliabilities of Measurement Model Variables
s.d.
1
2
3
4
5
6
7
8
6.60
(.90)

2. Identity
18.15 4.53
.59**
(.81)
Strain
3. Turnover
10.75 3.95
.06
.09
(.83)
Intention
4. Job
15.31 2.68
.23**
.40
.01
Satisfaction
.22
.42
-.20** -.05
-.05
5. Combat
.13
.34
-.05
-.10
.02
6. Gender
.28
.45
.25**
.06
-.14
7. Grade
.26
.44
.03
.07
.13
8. Race
.46
.50
.25**
.27**
.00
9. Disability
10 Years of
6.83 5.36
.02
-.09
-.09
Service
11. Years
7.67
7.48
-.07
-.05
-.03
Since Service
* p < .05; ** p < .01; CR (as applicable) appear on diagonal

9

10

(.82)
-.07
-.03
.13
.06
.15*
.12

.02
-.18**
.12
-.36**
-.11

.11
.01
-.14*
-.08

-.11
.11
.26**

-.12
-.14

.18**

.03

.09

-.00

.00

.02

-.04
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-.03

In support of Hypothesis 1, I observed a significant, positive relationship between VWIS
and identity strain, (β = .59, p < .001). The two-tailed, 95% confidence interval for the observed
relationship between VWIS and identity strain was CI95 = [.38, .80], which is significant because
it does not contain zero. In direct contradiction to Hypothesis 2, a significant positive
relationship was found between Identity Strain and Job Satisfaction (β = .40, p < .002, CI95 [.17,
.63]). In further contradiction of this hypothesis, a significant, positive, indirect effect of VWIS
on Job Satisfaction was found, .23 (p < .001, CI95 [.07, .49]). Thus, a one-standard deviation
change in VWIS is expected to produce an increase in job satisfaction of .23 standard deviations.
No evidence was found to support Hypothesis 3. The relationship between identity strain
and Turnover Intention was not significant, (β = .10, p < .38, CI95 [-.09, .27]), and the
standardized indirect effect of VWI on Turnover Intention was also non-significant, .06 (CI [.05, .17], p < .30).
Given the marginal fit of the model to the data as well as the positive, indirect effect of
VWIS on job satisfaction, a series of post hoc analyses were conducted to test alternative
explanations of the relationships between VWIS, identity strain, job satisfaction, and turnover
intention. The first alternative adds a direct relationship between VWIS and job satisfaction to
the model in figure 4.1 to test a partial mediation of the relationship between VWIS and job
satisfaction via identity strain. The second alternative adds a direct relationship between VWIS
and turnover intention to test partial mediation of the relationship between VWIS and turnover
intention via identity strain. The third alternative adds direct relationships between VWIS and
job satisfaction and VWIS and turnover intention to test for partial mediation of both outcomes
via identity strain. Table 4.3 below describes changes in χ2, degrees of freedom, and fit indices
across all four models.
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Table 4.3: Comparison of Fit Indices Between Measurement Model and Alternates.
RMSE
Model
χ2
d.f. Δχ2
Δ d.f. TLI
CFI
A
Figure 4.1
732.0
414
.83
.85
.06
Alternative 1 (partial
mediation of VWIS →
55.0**
JS)
677.0
413 *
1
.86
.87
.06
Alternative 2 (partial
mediation of VWIS →
TI)
730.5
413
1.5
1
.83
.86
.06
Alternative 3 (partial
mediation of VWIS → JS
55.5**
and VWIS → TI)
676.5
412
*
2
.86
.88
.06
*** p < .001,
Alternative 1 showed a significant improvement in χ2 over the original measurement
model from Figure 4.1. However, fit indices for this alternative were still marginal, at best, (Hu
& Bentler, 1999). Given results for the relationship between identity strain and job satisfaction
which did not support the hypothesized, negative relationship and provided evidence for a
positive relationship between VWI and job satisfaction, it is not surprising that the difference in
χ2 was significant and the fit indices for an Alternative 1, a model with a partial mediation
between VWI and job satisfaction, were improved. Alternative 2, a model testing the partial
mediation of turnover intention, did not yield a significant difference in χ2, nor an appreciable
improvement in fit indices. Alternative 3 offered a significant improvement in χ2 over the
original measurement model but was not a significant improvement over Alternative 1. I
conclude that Alternative 1 is a significantly better fit to the data than the original measurement
model, but also that this model fails to achieve appropriate measures of model fit. Figure 4.2,
below, depicts the quantitatively derived relationships from the alternative model. The
theoretical implications of this finding are considered in greater detail in the discussion, below.
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Figure 4.2: Quantitatively derived model of the relationship between VWIS, IS, JS, and TI
DISCUSSION
Quantitative testing of the direct relationship between VWI and Identity Strain and the
indirect relationships between VWI and job satisfaction and turnover intention through the
mechanism of identity strain offered mixed results. Via post hoc analysis, I observed that a
partial mediation of the relationship between VWI and job satisfaction by identity strain yielded
a significant improvement in χ2 but failed to reach common thresholds for goodness of fit
statistics including TLI and CFI. The lack of fit for this model suggests that additional theoretical
development for the relationships between these constructs is needed.
The observed evidence of a significant, direct relationship between VWI and Identity
Strain suggest that a stronger veteran identity is positively related to identity strain in the
workplace. Contrary to my hypothesis, however, this strain was significantly positively related to
job satisfaction and had no significant effect on turnover intention. The positive relationship
observed between VWI and identity strain supports the theory that multiple workplace identities
exist, and that individuals experience strain when they try to adapt and cope with workplace
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norms (Kirpal, 2004a; 2004b; Walsh & Gordon, 2008). However, the significant, positive
relationship between identity strain and job satisfaction and the non-significant relationship
between identity strain and turnover intention both contradict prior quantitative research
suggesting negative relationships between identity strain and these outcomes (Gory, 2020;
Kraimer, et al., 2012). It is possible that untheorized moderators, organizational variables, or
lingering questions regarding data quality may be responsible for the quantitative outcomes
observed in this study.
Perhaps the most interesting theoretical implication of this study is that our findings
challenge prior conceptualizations of multiple workplace identities as being rooted in the
individual’s work characteristics like current roles, organizations, and occupations (Kirpal,
2004a). By maintaining a current work-related identity rooted in a former role, veterans’ VWI
expands the boundaries of our conceptualization of what may constitute individuals’ workrelated identities to absorb a wider range of past work-related experiences. This finding also
offers evidence that VWI is an antecedent to identity strain, a construct which has been examined
in quantitative studies in relation to job satisfaction, work intensity, and vigor (Gory, 2020;
McAllister, et al., 2015).
Similarly, in his work on role transitions, Ashforth (2000) suggests that identification
with a prior role is the outcome of a stalled or dysfunctional role transition process. This study
offers some limited evidence that VWI may be an exception to this rule, since a work-related
identity arising from a prior role, VWI, is significantly positively related, both directly and
indirectly, with job satisfaction. This finding challenges the theoretical supposition that retaining
a work-related identity for a former role is dysfunctional.
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Because of these past studies and theoretical assumptions about work-related identity
(Kirpal, 2004a; Kirpal 2004b; Walsh & Gordon, 2008; Welbourne & Paterson, 2017; Witt, Patti
& Farmer, 2012), it was unexpected that there was a significant, indirect, positive, relationship
between VWI and job satisfaction and no significant relationships between VWI and turnover
intention and identity strain and turnover intention. Further, an alternative model suggested that
there is a significant, direct, positive relationship between VWI and job satisfaction which
provides evidence of a partial mediation of the relationship between VWI and job satisfaction via
identity strain. It is possible that these findings are an indication of alternative theoretical
mechanisms at play in the relationship between identity strain and these outcomes related to
individual or organizational factors.
A strength of this study is that it offers evidence of the reliability and validity of the
second order VWIS measure, even though the psychometric properties of the dimensional
subscales assessed in the original CFA raised specific questions about their validity. In addition,
this study tested relationships which are likely to be practically relevant and impactful. Given
that one of the motivations for studying veterans is the demonstrated practical concerns of
society and employers, measuring constructs and hypotheses which can lead to direct workplace
intervention improves the relevance of management research to evidence-based practices.
This study has considerable limitations, the majority of which are related to
methodological challenges in obtaining large samples of data from working veterans. First, the
choice to collect cross-sectional data from a single source creates the likelihood of significant
common method bias. Even though problematic CMB was not observed in the analysis, it is
likely that some level of CMB was present. Finding large samples of veterans where alternative
data sources are available, such as a federal government agency or a large defense industry
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employer, would alleviate some of these concerns, but could create other issues, specifically
related to employer characteristics or the influences of relatively large numbers of veterans
within a workplace on veteran identity. The second major limitation of this study is the flawed
convenience sample which included evidence of a large number of ‘bot’ or false responses.
Although the sample used in EFA did not suffer from the same questions of quality, limited
numbers of available veteran participants make data collection from a platform like Prolific,
mTurk, or other paid data providers problematic. In addition, the large loss of data did not allow
a sufficient sample to have separate pools of respondents for CFA in scale development and the
validation study.
Another limitation of this study is that it did not examine possible relationships between
VWI and positive outcomes like organizational citizenship behavior, or organizational
commitment. This may give the impression that VWI or veterans are only associated with
negative outcomes, but organizational interest in and commitment to veteran hiring (SHRM
Foundation, 2017) as well as the strategic management studies that show positive, differentiated
outcomes of veterans in top management team positions have already made a strong statement
about the potential for positive benefits (i.e., the “business case”) for hiring veterans. Future
research can clearly examine a number of positive outcomes of VWI. Because identity strain has
largely been associated with and studied in relation to negative outcomes, the balance of theory
and prior research suggested that strain should be considered as a mediating mechanism between
VWI and individual outcomes. Future research should re-examine the indirect relationship
between VWI and individual outcomes via the mechanism of identity strain that was analyzed
here, to ascertain whether these outcomes can be replicated, and to consider additional individual
and/or organizational moderators which would improve the quality of the measurement model.
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Chapter 5: Conclusion
This study used qualitative methods to develop a multi-dimensional model of veteran
identity, VWI, developed a scale measure, VWIS, based upon the model, and quantitatively
tested hypothesized relationships between VWIS and individual workplace outcomes based upon
observations from the qualitative study, prior research, and theories of identity.
Through the qualitative process, VWI was found to consist of the Individual Capital,
Structural, and Social dimensions. The Individual Capital dimension is related to veterans’
identification with human capital acquired or enhanced by military service. The Structural
dimension is related to a veteran’s interactions with the organizational and social structures of
the workplace and individual identification with the role of veteran that is imposed by those
structures. In turn, the Social dimension is related to veterans’ identification with the social
category of veteran in the workplace. These dimensions are consistent with definitions of workrelated identity and align with findings from a similar study of the work-related identities of
nurses by Kirpal (2004a).
Using the qualitatively defined dimensions of VWI, I developed a measurement scale,
VWIS. I evaluated the scale’s structure and refined the included items using factor analytic
techniques which resulted in a three-dimension scale with four items per dimension.
Confirmatory factor analysis offered evidence of appropriate psychometric properties for the
overarching latent variable of VWIS, although replication is needed to assess the validity of the
subdimensions.
The quantitative validation of VWIS tested relationships hypothesized based upon
observations from the qualitative study, prior research, and theories of identity and identity
strain. I analyzed a structural equation model to test the direct relationships between VWI and
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identity strain, as well as the indirect relationships between VWI and job satisfaction and VWI
and turnover intention through the mechanism of identity strain. There was no evidence to
support an indirect relationship between VWI and turnover intention via identity strain. Although
there was a significant, positive, indirect relationship between VWI and job satisfaction via
identity strain, the hypothesized, indirect relationship between VWI and job satisfaction was
negative. An alternative model was tested with a direct relationship between VWI and job
satisfaction which was a significantly better fit to the data.
This study makes a number of theoretical and practical contributions to our understanding
of what it means to be a military veteran in the workplace context. By developing a qualitatively
derived definition of VWI as a work-related identity, this study offers a direct connection to the
theoretical tools of theories of identity for use in the study of veterans. Since the lack of cohesive
theory has been a considerable criticism of management studies of veterans (Stone & Stone,
2015), the importance of this contribution cannot be overstated. Management researchers have
considered the relationships between veteran identity strain and outcomes, but this study is the
first to quantitatively demonstrate that veteran identity is an antecedent of identity strain in the
workplace context.
By leveraging this theoretically grounded definition to create a context-specific
measurement scale of veteran identity in the workplace, VWIS, this study offers researchers a
practical tool which may be used in future organizational research at the individual and group
level. The validation study identifies the psychometric quality of the VWIS measure and
contributes to our theoretical understanding of the relationship between veteran identity and
outcomes. Further research is needed to evaluate the indirect relationships between VWI, identity
strain, and individual outcomes.
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Even with the advances in our understanding of what it means to be a veteran in the
workplace from this work, the qualitative study raised a number of questions which should
inform future management research on veterans. Specifically, veterans’ processes of social
categorization in the workplace seem to rely heavily on a veteran vs. non-veteran dichotomy.
This “us versus them” view of non-veteran coworkers as inferior workers (i.e., lesser work ethic,
lower leadership skill, inability to communicate directly/assertively) could have very real multilevel implications for veterans in the workplace. While some participants described non-veterans
with disdain, most seemed to view the differences more magnanimously as arising from a lack of
experience or skills that the veteran acquired via military service.
Because the qualitative study only involved veterans, it remains to be seen whether these
perceptions of veteran competence and contribution are shared by non-veteran coworkers and
leaders. Even so, a strong categorization of the majority of one’s coworkers as inferior could
easily impact individual, group-, or team-level outcomes for veterans, regardless of whether
veterans actually make above-average workplace contributions. In organizations with high
concentrations of veterans like U.S. federal government agencies (U.S. Office of Management
and Budget, May 23, 2017), the proportion of veterans could impact organization-level
outcomes, based upon veteran contributions described by veterans in the qualitative study or
based upon veteran versus non-veteran interpersonal dynamics observed in the qualitative study.
When these considerations are extended to veterans’ interactions with leaders or to veterans’
interactions with subordinates, a wide variety of research questions could be considered
surrounding exchange relationships (e.g., LMX), perceptions of organizational justice and
fairness, and group- or team-level outcomes.
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The potential for practical contributions from this work are also considerable. As a
population of great societal concern and organizational interest, many practical interventions
related to the results of this study are possible. The finding that veteran identity is a work-related
identity with dimensions that include identification with human capital factors and workplace
structures, not just identification with veteran status as a social categorization, can be used to
advance and refine employer outreach programs for recruitment and retention, improve veteran
transition programs, and develop better rehabilitative interventions for unemployed and
underemployed veterans. The scale measure of VWI is likely to be useful for organizational
practitioners in developing interventions, and it also may be helpful for interdisciplinary use in
social work settings to assess differences among employed, unemployed, and underemployed
veterans. Specifically, this scale could be used to create a typology of working veterans.
According to Cornelissen (2017), the fuzzy characteristics of the VWI may be especially wellsuited to theoretical development using a typology-based approach, so the development of a
typology would address theoretical and practical needs in the study of veterans. Empirically
categorizing veterans in this way could facilitate the development of targeted workplace
interventions and the study of multi-level outcomes by veteran type.
Despite the aforementioned societal and organizational interest in military veterans, they
remain a small population which is declining (Bureau of Labor Statistics, 2022). The potential
for this work to relate to other populations of interest is another important outcome of this study.
Strong identification with a prior work role has been characterized as evidence of a dysfunctional
transition (Ashforth, 2000), but in veterans, we see evidence of a persistent, post-militarytransition, work-related identity that has a direct, positive relationship with workplace outcomes.
It is possible that there are other life experiences which create persistent, work-related identities
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like VWI. Individuals with backgrounds in high-level competitive sports, expatriates, former
entrepreneurs, and career rebounders who return to the workplace after retirement are all groups
which could have a functional, work-related identity that has similar characteristics to VWI.
Longitudinal research on the evolution of VWI over time could considerably refine our
understanding of the lifecycle of VWI (and analogous former role identities) from initial
transition to post-military work through final retirement. Anecdotally, from the qualitative study,
many veterans with long intervals since their service described strong identification with their
military service. Future research is needed to refine the relationship between VWI and time.
As the first study to qualitatively define veteran identity in the workplace context and
develop a scale measure of this construct, this study offers management researchers a connection
to the theoretical research stream of work-related identity as well as a measurement tool for
future quantitative analyses. Ultimately, the combination of greater theoretical connection
between the study of veterans and existing management research as well as the existence of a
context-specific measure of veteran identity should facilitate growth of the veteran research
stream in management scholarship.
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Appendix A: Semi-Structured Interview Guide
Overview Questions:
1. What does your military experience mean to you in your working life?
2. On a day-to-day basis, how important is your military experience to your working life?
3. Do you think that your beliefs about your military experience are different than the beliefs of
veterans who are not working due to unemployment, disability, or retirement?
Identity Theory Questions:
4. How similar is your current work to the work you performed in the military?
5. Can you describe any things that you do at work because you are a veteran?
6. Can you describe any things that you do not do at work because you are a veteran?
7. What (if any) behavior, knowledge, or skills from your previous military experience have been
useful to you at work? Are there any behaviors, knowledge or skills that have been useful
to you at work?
8. Can you describe any situation at work where you thought that you had to choose between
acting in a way that was normal or expected in your workplace and behavior that was
normal or expected based on your military experience?
9. When you think of your career as a whole, how would you describe the importance of your
military experience? How would you describe the importance of your non-military
experience?
Social Identity Perspective Questions:
10[.] Do people in your workplace know you’re a veteran?
Do you choose to share with some people at work and not others?
How do you decide whether to share this information?
11. What are the rewards of being a veteran in your workplace?
12. What are the challenges of being a veteran in your workplace?
13. Do you think that your boss/leaders expect (would expect) specific things of you at work
because you’re a veteran?
14. Do you think co-workers or peers expect (would expect) specific things of you at work
because you’re a veteran?
Work-Related Identity Questions:
Structural Dimension
15. How do you think that your military experience influenced your process of being hired into
your current role?
16. In what ways do you think your military training and professional development differed from
your non-military training, education, and development experiences?
Social dimension assessed in Questions 10-14, above.
Individual Psychological Dimension
17. Do you think that there are any differences between your expectations at work and the
expectations of your coworkers who are not veterans?
18. Does your attitude toward your current occupation differ from your attitude toward your
military occupation?
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Intersectional Questions:
19. How would you describe your gender?
a. Does being a (male/female/nonbinary) veteran present any unique opportunities to you
in the workplace? Any unique challenges?
b. Do you think that (male/female/nonbinary) veterans experience different opportunities
or challenges than veterans of other genders?
20. How would you describe your race or ethnicity?
a. Does being a (race/ethnicity) veteran present any unique opportunities to you in the
workplace? Any unique challenges?
b. Do you think that veterans of other races or ethnicities experience different
opportunities and challenges than you?
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Appendix B: Scale Development Items
Instructions: “Indicate your level of agreement with the following statements about being a
veteran at work on a scale of 1 to 5, where 1 is ‘Strongly Disagree’ and 5 is ‘Strongly Agree.’”
Structural Dimension:
There are high expectations of veterans to perform at work.
Because of my military experience, people expect a great deal from me at work[.]
At work, I feel like I am perceived differently when people find out I am a veteran
At work, veterans like me have a positive reputation
At work, employees with military experience are held in high regard
At work, I feel that I must perform to properly represent military veterans
I like it when I am recognized as a veteran at work
I like it when my military experience is acknowledged at work
Sometimes I feel defined by stereotypes of veterans at work
My military experience shapes how people think of me at work
My military experience shapes expectations of me at work
My military experience is valuable to my organization
My organization values me because of my military experience
Being a veteran helped me to get hired in my current role
My military experience helped me to get hired in my current role
My military experience is the foundation for who I am at work
In my working life, I would not be who I am today if I did not serve in the military
It takes time to adapt to a non-military workplace after leaving the military
Transitioning to non-military employment from military service is a process that happens
over time
My idea of what being a veteran means to my working life has changed over time.
Social Identity Dimension:
I usually find it easy to work with other veterans.
I would prefer to be on a work team with other veterans.
In general, veterans like me are good employees
Veterans like me have unique characteristics that are valuable at work
My military experience influences how I work.
Being a veteran influences how I work.
My military experience is an important part of who I am at work.
Being a veteran is an important part of who I am at work.
I find it easy to communicate with other veterans at work.
I can be myself at work around other veterans
As a veteran, I think that I am different from non-veterans at work
Because of my military experience, I am different than my non-veteran coworkers
Sometimes I think that it is hard to work with non-veterans
In general, I think that veterans are better employees than non-veterans
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Individual Psychological Dimension:
Military values are an important part of who I am at work.
Military values influence how I work.
Military values are the basis for my values at work.
When it comes to work, my values are enhanced by my military experience
My values at work are often different than the values of my coworkers
At work, I draw from a large base of knowledge because of my military experience
As a veteran, I have a large knowledge base at work
The knowledge I obtained in my military experience is an important part of who I am at
work.
At work, I use a number of non-technical skills that I learned in the military
My military experience taught me ‘soft skills’ that are an important part of who I am at work.
Skills I learned in the military are an important part of who I am at work
Because of my military experience, I have a number of skills that are useful at work
My military experience gave me a number of skills that I use at work
Because of my military experience, I am a leader at work
As a veteran, people at work look to me for leadership
As a veteran, people at work think of me as a leader
People at work consider me a leader because of my military experience
Technical skills that I learned in the military are useful to me at work
I use technical skills from my military training at work
Because of my military experience, I have valuable technical skills at work
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Appendix C: Initial Factor Loadings and Communalities for VWI Factor Analysis

Item

Initial VWI Pattern Matrix
Factor
1
2

I can be myself at work around other
veterans
I find it easy to communicate with other
veterans at work.
I usually find it easy to work with other
veterans.
I would prefer to be on a work team with
other veterans.
Being a veteran is an important part of
who I am at work.
In general, veterans like me are good
employees
My military experience is an important part
of who I am at work.
At work, veterans like me have a positive
reputation
At work, employees with military
experience are held in high regard
I like it when I am recognized as a veteran
at work
I like it when my military experience is
acknowledged at work
Veterans like me have unique
characteristics that are valuable at work
As a veteran, people at work look to me for
leadership
Because of my military experience, I am a
leader at work
As a veteran, people at work think of me as
a leader
People at work consider me a leader
because of my military experience
As a veteran, I think that I am different
from non-veterans at work
Because of my military experience, I am
different than my non-veteran coworkers

3

Communalities (h2)

0.758

0.529

0.722

0.522

0.680

0.474

0.632

0.393

0.580

-0.268

0.653

0.576
0.557

0.375
-0.293

0.213

0.712

0.553

0.335

0.530

0.406

0.525

0.320

0.511

0.326

0.508

0.424

0.458

-0.302

0.456

-0.293

0.471

0.451

-0.341

0.580

0.429

-0.318

0.361
0.329
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0.203

0.227

0.575

0.578
0.335

-0.292

0.391

I use technical skills from my military
training at work
Technical skills that I learned in the
military are useful to me at work
Because of my military experience, I
have valuable technical skills at work
My military experience gave me a
number of skills that I use at work
Because of my military experience, I
have a number of skills that are useful at
work
Skills I learned in the military are an
important part of who I am at work
At work, I draw from a large base of
knowledge because of my military
experience
The knowledge I obtained in my military
experience is an important part of who I
am at work.
As a veteran, I have a large knowledge
base at work
At work, I use a number of non-technical
skills that I learned in the military
Military values influence how I work.
My military experience is valuable to my
organization
My military experience is the foundation
for who I am at work
Military values are the basis for my values
at work.
My military experience helped me to get
hired in my current role
When it comes to work, my values are
enhanced by my military experience
My military experience taught me ‘soft
skills’ that are an important part of who I
am at work.
My military experience influences how I
work.
Military values are an important part of
who I am at work.

-0.958

0.759

-0.912

0.718

-0.899

0.713

-0.862

0.716

-0.853

0.733

-0.798

0.759

-0.774

0.684

-0.713

0.680

-0.692

0.609

-0.554

0.561

0.221
0.256

-0.535
-0.496

0.544
0.463

0.314

-0.480

0.582

0.305

-0.464

0.575

0.229

-0.451

0.342

0.399

0.363

-0.442

0.584

0.268

-0.441

0.337

0.266

-0.436

0.428

-0.429

140

0.255

0.565
0.680

In my working life, I would not be who I
am today if I did not serve in the military
My organization values me because of my
military experience
Being a veteran helped me to get hired in
my current role
Being a veteran influences how I work.
My values at work are often different than
the values of my coworkers
Sometimes I feel defined by stereotypes
of veterans at work
My military experience shapes
expectations of me at work
My military experience shapes how
people think of me at work
At work, I feel like I am perceived
differently when people find out I am a
veteran

0.256

Because of my military experience, people
expect a great deal from me at work
There are high expectations of veterans to
perform at work.
At work, I feel that I must perform to
properly represent military veterans
Sometimes I think that it is hard to work
with non-veterans
In general, I think that veterans are better
employees than non-veterans
My idea of what being a veteran means to
my working life has changed over time.
It takes time to adapt to a non-military
workplace after leaving the military
Transitioning to non-military employment
from military service is a process that
happens over time

-0.428

0.416

-0.387

0.356

-0.365

0.341

0.326

-0.337
-0.210

0.258

0.505
0.169

0.765

0.508

0.653

0.580

0.646

0.461

0.596

0.373

0.422

0.586

0.562

0.371

0.490

0.384

0.416

0.476

0.552

0.366

0.155

0.313

0.195

0.304

0.144

0.264

0.136

0.323

0.240

0.209

-0.212

0.075

Eigenvalue
20.64
2.74
2.58
Percent of Variance Explained
38.22
5.07
4.78
Note: Bold items were initially retained based upon factor loading >.55 and cross loading <50%
of factor loading. Factor loadings less than .2 are not shown.
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